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Abstract 
Traditional succession patterns, which characterise succession decisions in many parts of 
Africa, is a major determining reason why the businesses are short-lived. To date, family 
business research has not examined why these practices persist and why a preponderance of 
sub-Saharan African (SSA) family firms do not last long to become true family businesses. 
Likewise, family business literature is lacking a model that attempts to fuse Western leadership 
succession processes with the African socio-cultural context in multi-level framework. 
Consequently, the relationship between succession planning and business continuity is 
inherently contradictory, as the two tend to be at crossroads at various stages of the business 
life cycles. To address this dichotomy, I attempt to give a more coherent picture by locating 
research in a more complex framework in which culture and history play a relevant role. Hence, 
I adopt a critical realist paradigm, given that “social phenomena are intrinsically meaningful, 
and that meaning is not only externally descriptive of them but also constitutive of them” 
(Sayer, 2000, p. 17). Critical realism accepts the possibility of knowing reality (Easton, 2010), 
and moves beyond the dichotomy and thus abandoning the determinism of convergence. With 
this assumption in mind, I explore and examine the experiences, processes and effects of 
cultural, structural and organisational factors on incumbents’ succession decisions and 
transgenerational intentions and next-generation members’ decisions to engage in sub-Saharan 
African family firms.  
Drawing on the results, within a rigid masculine sub-Saharan African culture, there is marginal 
desire to deviate from the behavioural norms, which not only negatively affects the 
organisational and societal structures, but also creates sociological and psychological 
problems, which includes the attitudes of discrimination against women and non-first-born 
children in family business succession. Daughters are psychologically affected when faced 
with diminished legitimacy and a resistive culture, which stems from founder-CEOs’ 
traditional succession decisions. In response, they tend to lower their expectations of control, 
influence and selection to lead the family business, notwithstanding the reduced assertiveness 
and goal-focused behaviour, which includes behavioural outcomes such as disinterest in 
pursuing a career in the family firm. 
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CHAPTER 1: INTRODUTION 
1.1 Introduction and background to the study 
Family firms comprises complexities and contradictions (Ainsworth & Cox, 2003; 
Baines & Wheelock, 1998; Stewart, 2003; Stewart & Hitt, 2012; Westhead, Cowling, & 
Howorth, 2001) because the ‘family’ and ‘business’ are mostly viewed as two separate systems 
competing for power and control. Although this has traditionally shaped the study of family 
businesses, it remains inadequate for analysing the contradictions and inconsistencies, which 
emerge from conversations with participating members in sub-Saharan African (SSA) family 
businesses (Maunganidze, 2014). In this thesis, I argue that the dynamics of SSA family firms 
are more contingent and negotiated differently than those in the Western world. This is because 
businesses commonly die with their founders. The crisis of succession in family firms is 
characterised by a competing dichotomy between Western and African realities and their 
ideologies to management of business, succession planning, and the ensuing predicament 
founder-CEOs face in attempting to reconcile “family-first and business-first” ethos (Bewayo, 
2009). In this study, I attempted to remove this dichotomy to produce a merit-based model that 
considers the characteristics the African socio-cultural context. This is particularly important, 
because understanding and managing the contradictions and the inconsistencies associated with 
leadership succession planning ensure transgenerational continuity. More so, family business 
literature particularly in the African context has been largely more descriptive and thus not 
sophisticated or theoretical enough to explain succession decisions and transgenerational 
intentions.    
Even though the literature does recognise global succession problems in family 
business, even to the point of describing them as being in crisis (Garcia, Sharma, De Massis, 
Wright, & Scholes, 2019), little research explains the factors that influence incumbents’ 
succession decisions and next-generation members’ engagement. One reason for this gap is the 
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skewed approach to the “family business literature toward incumbents rather than next-
generation members” (Garcia et al., 2019, p. 225). Further, although family businesses form a 
primary part of every nation’s economy, the relevant literature is largely informed by studies 
undertaken in developed Western nations. This narrow vision has limited their theoretical 
application to important factors of succession planning, decisions, and implementation: 
government regulation, religion, socio-economic traditions, and family structure.  
Therefore, if SSA family businesses are to outlive their founders, it is important for 
them to accommodate different worldviews and the contrasting ideologies involved 
(Maunganidze, 2014). However, traditional succession patterns, which characterise succession 
decisions in many parts of Africa, clearly determines why the businesses are short-lived. The 
purpose of this thesis is to frame this enhanced research in three strata. The model identifies 
macro-level factors such as gender, ethnicity, religion, and family structure that influence the 
micro- and the meso-levels. This thesis considers the phenomenon of traditional succession 
decisions in family firms within sub-Saharan Africa because, to date, family business research 
has not examined why these practices persist and why many SSA family firms do not last long 
enough to become true family businesses. Further, the family business literature lacks the 
means of comparing Western leadership succession processes with those that occur in Africa’s 
socio-cultural environment. Consequently, the relationship between succession planning and 
business continuity is contradictory when applied to various stages of the business life cycles. 
To address this contradiction, I attempt to paint a more coherent picture by locating research 
that is comprehensive enough to explain Africa’s complex history and resulting socio-cultural 
environment.  
Hence, I adopt a critical realist paradigm because “social phenomena are intrinsically 
meaningful” and that meaning not only describes them externally but also constitutes them 
(Sayer, 2000, p. 17). Critical realism accepts the possibility of knowing reality (Easton, 2010), 
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and thus will move beyond the dichotomy I mentioned in the first paragraph of this chapter. 
Therefore, I examine the experiences, processes and effects of cultural, structural and 
organisational factors on incumbents’ transgenerational intentions and traditional succession 
decisions, and those of potential successors who decide to engage in SSA family firms. This 
approach proposes a more integrative and interpretive view to the succession process and 
business survival.  
One outcome of this thesis will entail ascertaining why more females do not take over 
family firms in sub-Saharan African. Although the debate persists in family business research 
about whether the succession literature should focus on firm-level processes and their outcomes 
or those at the individual or family level levels, this study takes a balanced approach. As such, 
I review the family and organisational behaviour literature to better understand incumbents’ 
succession decisions and next-generation engagement/intention in SSA family firms.    
In the rest of Chapter 1, I detail the purpose of this thesis and the research questions, 
which are based on the perspective that succession planning is not only historically and socially 
determined, but also results from a convoluted process of inclusion and exclusion. Throughout 
this thesis, I contend that succession planning in sub-Saharan Africa is marked by the orthodox 
use of hierarchies that restrict female succession leaving daughters who do eventually succeed 
confronted by changing family role expectations. Thus, succession decisions made in 
accordance to ‘traditional’ preferences of the departing founder-CEO, which subsequently are 
detrimental to for family firms and the SSA economy, generally over-ride competence and 
merit.     
 
1.2 Definitions  
In this section, I define some of the terms that relate to succession planning processes, 
succession decisions, and multi-level theorising in family business: child-disincentive 
 4 
 
tendencies (CDTs), traditional succession patterns (TSP), primogeniture, mentoring, and 
commitment.  
An important concern for business incumbents is child-disincentive tendency [CDT], a 
core consideration of human resource management and succession planning. I developed this 
term to describe next-generation members’ disengagement from the founder-CEOs and the 
family business. Family businesses are transferred to adults, not children. In this thesis, I 
contend that CDT refers to next-generation members’ reluctance and/or unwillingness to accept 
a leadership role, pursue a career in, and/or take over the family business (Nordqvist, Sharma, 
& Chirico, 2014; Sharma, Chrisman, & Chua, 2012). The disincentive process tends to begin 
in childhood and carries through to adulthood. CDT is a common reason for problematic 
succession, (Venter, Boshoff, & Maas, 2005). Indeed, many incumbents view the prospect of 
dealing with CDT with the same enthusiasm as Prometheus awaiting the daily arrival of the 
eagle, sent by the gods to peck at his liver: a perennial problem that implicates organisational 
commitment.  
The unwillingness of the younger generation and founder-CEOs preference for a male 
successor are not unique to the SSA context. However, I pointed out that reconciling the 
complexities and contradictions of family-first and business-first ethos in SSA family firms 
calls for an investigation of the characteristics of the African social-cultural context. An 
example of these characteristics is polygamy, which produces multiple heirs. My thesis 
revealed that polygamy tends to complicate the social network dynamics within a family where 
founder-CEOs are confronted with challenging social issues that emanate from the siblings or 
other family members’ fallouts. Unsurprisingly, however, family business research lacks 
empirical knowledge about the relationship between intergenerational continuity and multiple 
heirship in SSA family firms. My study reveals that multiple heirship affects role arrogation 
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and identity. Consequently, rather than pursue succession planning, founder-CEOs are faced 
with the pressure to divide the business.  
In this thesis, I describe commitment as the binding force between next-generation 
members and their obligations to the incumbents and the family firms (Garcia, Sharma, De 
Massis, Wright, & Scholes, 2019; Pearson, Bergiel, & Barnett, 2014). To a large extent, family 
business researchers such as Richards, Kammerlander, & Zellweger (2019) believe that 
commitment constitutes next-generation members’ motivation (and inspiration) to perpetuate 
the family business when they accept to lead the firm (Dhaenens, Marler, Vardaman, & 
Chrisman, 2018; Pearson, Bergiel, & Barnett, 2014).     
Further, I ask how a broad range of meso-level factors (e.g., idiosyncratic knowledge) 
implicates family business succession in sub-Saharan Africa. To do so, I conceptualising the 
relationship between attachment styles, knowledge transfer and acquisition, and succession 
intentions by using attachment theory to investigate how mentoring influences next-generation 
members’ engagement. Research into attachment theory, as the dimension of next-generation 
member succession intentions and idiosyncratic knowledge transfer/acquisition appears not to 
have been investigated in a family business context. As leadership succession determines the 
future organisational path, a large body of family firm research has examined the process 
involves particularly the factors that encourage or impede intergenerational transference of 
leadership responsibilities. The literature overwhelmingly reveals the nature of incumbents’ 
desire and preference to hand over leadership responsibility to their offspring. Although, 
successors’ willingness to take over family firms has been substantially researched, what is 
lacking is a debate that helps us to understand the relationship between mentoring, CDT, and 
idiosyncratic knowledge in family firms. Family business successions face transitional 
ambiguity, during which governance rules and family constitutions are important, but not 
sufficient to help to curtail the effect of child-disincentive tendencies at pre-succession stage, 
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and putative post-succession crisis. Therefore, I believe that using attachment theory (AT) to 
examine mentoring will reveal underlying mechanisms that shape next-generation members’ 
engagement with the incumbent and the family firms (Garcia et al., 2019; Wang, Greenberger, 
Noe, & Fan, 2017).  
Traditional succession patterns (TSPs), a widely accepted form of power transfer in an 
African family business (Sharma, Chrisman, & Chua, 2012), is another term I develop for 
succession decisions to accord with the preferences of the departing founder-CEOs. With it 
comes the orthodox use of hierarchies and the mixture of birth order, gender and primogeniture. 
It is the case that,  
Primogeniture continues to dominate the value system of family businesses; a son is expected to 
join the business, but a daughter is given a choice ― or not invited … (Francis, 1999, p. xv).  
Primogeniture is a form of power transfer (Sharma et al., 2012), widely used to set the rules 
against daughters’ succession (Barnes, 1988; Dumas, 1989; Dumas, Dupuis, Richer, & St.-Cyr, 
1995; Overbeke, Bilimoria, & Somers, 2015; Vera & Dean, 2005). Historically, men’s 
dominance , which determines how roles and control are applied in family firms, implicates 
women’s marginal leadership roles as they are left to find less significant places in the business. 
While the negative effects of losing female talent and business thus discontinuing is poorly 
covered in the literature, little family business research also apparently focuses on the specific 
challenges in sub-African Africa. 
 
1.3 Research problems 
Having introduced the significant factors and clarified this thesis’s definitions, I now 
outline the research issues, that, as mentioned in the preceding paragraph, the low level of 
relevant research into my topic and why this shortage should be addressed. I also outline how 
this thesis contributes to knowledge.   
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Family businesses significantly control a portion of Africa’s economy. However, only a 
handful of them endure (Nsehe, 2014). African history is replete with failed family businesses 
because their founder-CEOs follow traditional succession patterns (TSPs) (Acquaah, 2016, 
2013; Ogundele, 2012; Acquaah & Eshun, 2010; Acquaah & Yasai-Ardekani, 2008; Sam, 
2003; Ukaegbu, 2003). Family businesses are thus neither succession-oriented nor 
sustainability friendly. Indeed, succession decisions that accord with traditional preferences of 
the departing founder-CEO engender “(in)equality (equivalent treatment) and (in)equity (fair 
treatment)” (Nelson & Constantinidis, 2017, p. 224). This tendency not only restricts female 
and non-first born succession (Lee et al., 2003; Francis, 1999; Keating & Little, 1997; Barnes, 
1988), but also can lead to family firms declining or even terminating so that multi-generational 
survival is low.  
Family business discontinuity is not unique to the SSA family firms. The Family 
Business Survey by PwC (2018) reported that compared to 28% of their global counterparts, 
an average of 75% of SSA family firm founder-CEOs intend to transfer both management and 
ownership to the next-generation. Compared to the global average of 18%, 17% of South 
African and Kenyan family businesses have robust, documented, and communicated 
successions in place, but only 10% of Nigerian family businesses have succession plans. 
Although the Nigerian report indicated that 77% of family businesses intend to transfer 
management to the next-generation members, 90% of those businesses lack robust, 
communicated, and documented succession plan. Unsurprisingly, however, only 30% women 
make the board members in Nigerian family firms.    
The high failure rate from losing talent negatively affects the African economy and 
significantly challenge policymakers and practitioners. Because of the low survival rate of 
family firms through generations (Astrachan & Dean, 2000; de Vries, 1994; Frey, 2013; 
Lansberg, 1999), fewer than 30 per cent of family businesses are transferred to the second 
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generation (Astrachan & Dean, 2000), but only 10 per cent survive the third generation (Frey, 
2013), and about 3 per cent survive the third generation (Lansberg, 1999). These statistics are 
more troublesome in SSA family business succession. Nevertheless, some even claim that a 
family firm “goes to the dogs” in the third generation (Lambrecht & Donckels, 2008), to the 
extent of being described as “father-entrepreneur, son-playboy, and grandson-beggar” (Davis, 
Schoorman, & Donaldson, 1997).   
Because institutional and socio-cultural matters are relevant to succession decisions in 
family business research, this thesis argues that succession decision is socially constructed, 
historically determined, and involves inclusion and exclusion in SSA family firms. We may 
know that the time it takes to plan for succession and for it to proceed through generations is 
mediated by socio-cultural variation (Lambrecht & Donckels, 2008). However, the knowledge 
of how a family business is successfully transferred (Madison, Holt, Kellermanns, & Ranft, 
2015) to the next generation remains unclear in sub-Saharan Africa (Ogundele, 2012; Sam, 
2007, 2003; Sam & Kilby, 1998). Given that most knowledge is based on family businesses 
within Western economies (De Massis, Sieger, Chua, & Vismara, 2016; Ogundele, 2012; 
Bewayo, 2009), it is imperative to examine the unique characteristics of the macro-, meso- and 
micro-level factors in sub-Saharan Africa.    
 
Three strata model: Using Rousseau and House’s (1994) view that meso-organisational 
research can show that phenomena from a micro-perspective must integrate socio-economic 
factors from a macro-perspective; I comprehensively frame the many macro-, meso-, and 
micro- factors according to those three strata. I then use that framework to examine 
incumbents’ succession decisions and next-generation members’ engagement in SSAfamily 
firms. This approach also uses the concept, socio-emotional wealth (SEW) (Berrone, Cruz, & 
Gomez-Mejia (2012) because it represents the power underlying how the incumbent (founder-
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CEO) controls and influences strategic decisions and how family members’ identify strongly 
with the firm to the extent of it extending the family. Social networks among family members 
encourage trust and harmony and emotional attachment through kinship ties and dynastic 
succession patterns. However, these networks colour decision-making in specific ways, 
especially when the firm becomes a longer-term investment to be transferred to next 
generation. 
 
1.4 Research questions 
In this thesis, I drew from the works of multi-level theorists: Klein and Kozlowski, 2000; 
House et al., 1995; and Rousseau & House, 1994, to develop five macro-, meso- and micro-
level research questions on which to base my research:  
1. What are the factors that influence succession decisions in SSA family firms and why 
do traditional successions persist? 
2. Do these factors explain why SSA family firms do not last long enough to become true 
family businesses?  
3. How do ownership and leadership manifest when women are at the helm of family firms 
in SSA?  
4. What are the psychological effects of exclusion in family-business succession in SSA? 
5. How does a mentoring relationship mitigate CDT and the psychological effects of 
exclusion in SSA family firms? 
To research using these questions, I have developed six sub-questions: 
i. To what extent does gender restrictiveness impact founder CEO’s succession decision? 
ii. What role does meritocracy play in family business succession decisions? 
iii. Does the gender-restriction of daughters foster their indifference in pursuing a career 
in, and taking over a family business?  
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iv. How does combining family firm idiosyncratic knowledge and the next-generation 
members’ types of education influence the decision to take over family businesses?  
v. What role do idiosyncratic knowledge and education play in women’s succession to 
leadership? 
vi. How do the combinations of an extended family system (EFS) and multiple-heir culture 
(MHC) affect succession-planning processes in SSA family firms?  
Because a multi-generational socio-cultural analysis must necessarily locate the individuals in 
a social framework, meso-organisation requires that phenomena from a micro-perspective must 
integrate socio-economic factors from the macro perspective. As organisational phenomena 
occur at different levels, I combine the micro- and macro-perspectives. In Table 1.1, I presented 
the research questions and their corresponding chapters. Likewise, I addressed the overall 
research question, which is the focus in the Discussion section in Chapter 6. The next section 
explains how each study addresses the relevant research question.  
 
1.5 Thesis structure 
The outlined research in this thesis is positioned within critical realism (Bhaskar, 2014) 
because I sought to more comprehensively understand founder-CEO’s succession experiences. 
I use an inductive, qualitative case study approach that involves three empirical studies. In 
qualitative data analysis, the inductive reasoning process draws conclusions from observation, 
and other processes, which includes comprehension, synthesis, theorising, and contextualising 
(Harding & Whitehead, 2013). This aligns with the objectives of my study, which focus on a 
particular contemporary phenomenon by considering contextual factors, in examining how and 
why things occur (Yin, 2017). Further, the case study approach has a central tendency of 
shedding “light on a decision or a set of decisions and to elucidate the reasons for why these 
 11 
 
decisions were taken, how they were implemented and what the results were” (Tan, 2009, p. 
160).  
In this thesis, I draw knowledge from the family and organisational behaviour literature 
to better understand incumbents’ succession decisions and next-generation engagement. I 
investigate the primary objectives for this research through a series of qualitative studies 
described in Chapter 3 (Paper 1), 4 (Paper 2), and 5 (Paper 3). In the succeeding paragraphs, I 
briefly summarise the three papers presented in Chapters 3, 4, and 5.   
There is some necessary overlap between prior and subsequent chapters largely because 
of the unconventional nature of multi-level case study research and my dissertation approach, 
which is ‘manuscript style’. While in multi-level research, researchers are expected to carefully 
define, justify, and explain each construct in the model (Klein & Kozlowski, 2000), a 
manuscript style thesis requires methodical writing, where each paper fits neatly together. In 
this thesis, I minimise overlap where possible.  
Table 1.1: Research questions and corresponding chapters 
Chapter(s) Content Research questions 
Chapter 3 Paper 1: Multi-level Theorising 
about Succession Decisions in 
Family Firms: Evidence from 
sub-Saharan Africa  
RQ 1: What are the factors that influence succession 
decisions in SSA family firms and why do traditional 
succession persist?  
RQ 2: Do these factors explain why SSA family firms do 
not last long enough to become true family businesses? 
Chapter 4 Paper 2: Borders that Continue to 
Bother Us: Revisiting female 
Under-Representation in Family 
Firms 
RQ 3: How do ownership and leadership transfer unfold 
when women are at the helm of family firms in SSA? 
RQ 4: What are the psychological effects of exclusion in 
family business succession in SSA? 
Chapter 5 Paper 3: Attachment theory and 
Mentoring Process in Family 
Firms: Toward an Understanding 
of Child-Disincentive Tendencies 
and Idiosyncratic Knowledge 
RQ 5: How does a mentoring relationship mitigate CDT 
and psychological effects of exclusion in SSA family 
firms?  
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As shown in Table 1.1, I divided this thesis into three papers because of my research 
objectives and questions as well as the multiplicity of factors that influence founder-CEOs’ 
succession decisions. A multi-level research that investigate these factors at the macro-, meso-
, and micro-level is necessary, without which, readability could have been reduced. (See 
Burton-Jones & Gallivan, 2007; McKenna, Verreynne, & Waddell, 2016; Payne, Moore, 
Griffis, & Auntry, 2011).  
Following my research objectives and questions, the multi-level theorising makes it 
easy to categorise the thesis into three papers. Although each manuscript typically makes a 
stand-alone contribution and is written in a style that resembles a manuscript submission, I 
have ensured a coherent and logical story to enhance the meaningfulness of my research. For 
example, I created a sub-section at the beginning of each paper to establish the linkages with 
preceding papers (See Page 83 and 133).  
The aim of Paper 1 (Chapter 3) is to address Research Question 1, by multi-level 
theorising about succession decisions in SSA family firms. I draw lessons from the Nigerian 
example to develop a multi-level approach to investigating how the interplay between macro-, 
meso- and micro-level factors shape founder-CEOs succession decisions. I develop a three-
strata framework to represent the link between factors that occur formally and informally at an 
institutional, organisational (or firm), and family (or individual) levels as summarised next:  
(1) The macro-level addresses overarching rationalities, that is, the prevailing episteme 
and the established doxa, “things people accept without knowing” (Eagleton & 
Bourdieu, 1992, p. 114);  
(2) The meso-level addresses sites of human interaction, such as organisations and 
communities, where patterns of behaviour and forms of expression become regularised. 
This articulates not only a particular set of ontological assumptions about the world and 
how it is processed, but also the conditions of subjectivity for organisational members;  
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(3) The micro-level addresses interactions at the family level by which we can 
understand the salient variables that affect succession decisions in SSA family firms to 
identify important factors that family businesses should consider to achieve efficacious 
succession. The paper reveals that, within an uncompromisingly masculine SSA 
culture, there is marginal desire to deviate from the behavioural norms, which not only 
negatively affect the organisational and societal structures, but also create sociological 
and psychological problems. These involve discrimination against women (and non-
first-born children) in family business succession. 
Paper 2 (Chapter 4) is gender-focused. Applying the findings from Paper 1, I examine 
traditional succession decisions and how founder-CEOs ramify leadership succession and 
ownership transfer, with a particular interest on when women are managing (Dugan et al., 
2011). The analysis extends to the female advantage in leadership and the decision exclude, 
which precede the sociological and psychological implications of daughters’ marginal and 
invisible roles in SSA family firms. While Paper 1 is substantially concerned with 
understanding whether traditional succession patterns (TSPs) of family businesses are capable 
of changing, it seeks to also provide a deeper understanding of the effect of exclusion on family 
business succession. It suggests that children, in this instance, daughters, are psychologically 
affected when faced with diminished legitimacy and resistant culture, which stems from 
founder-CEOs’ traditional succession decisions. In response, they lower their expectations of 
control, influence and selection to lead the family business. This also leads to reduced assertion 
and their focus on goals, which includes behavioural outcomes such as indifference in pursuing 
a career in the family firm.  
The aim of Paper 3 (Chapter 5) is to examine how mentoring relationship mitigates 
CDT and the psychological effects of exclusions in family firms. Paper 3 builds on the results 
of Papers 1 and 2, allowing me to theorise micro-foundation factors (i.e., mentee attachment 
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style and mentor-protégé relationship quality) involved in founder-CEOs’ attempts to transfer 
(meso-level) family firm knowledge to their nominated successor(s). Paper 3 extends 
attachment and mentoring research in family firms. In particular, I contribute to research on 
succession intentions and family dynamics in two ways.  
First, most studies that acknowledge how parent-child relationships shape family 
business commitment have broadly conceptualised parental influence. Because family 
businesses worldwide are concerned about CDT, I highlight the incumbents’ inability to 
stimulate commitment and education in family business idiosyncrasies during the formative 
years of the next-generation members. I believe this to be a vital determinant of family business 
transition. In addition, my propositions recognise that commitment derives from 
complementing perspectives based on incumbents’ attachment styles and how the next-
generation members adjudge their parenting environment.  
Second, I increase understanding of next-generation members’ engagement in family 
business by examining ways that mentoring creates it. Using attachment theory, I elicit 
practical ways that incumbents can balance the responsibilities and opportunities of mentoring 
on influencing the next-generation members. While these can be used as the next-generation 
members strive to chart their career pathway, they also ensure that a sense of obligation to the 
family and the family firms guide their career decisions. Finally, I extend mentoring research 
by suggesting that the perspectives of complementary tasks in mentor-protégé relationships 
determine how mentoring can enhance participants’ development as it unfolds. 
 
1.6 Multi-level theorisation in family business research  
This thesis is seemingly the first empirical study in Africa that identifies how the 
combination of institutional, organisational, and family gaps, and that investigates how this 
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combination constitutes a culture of exclusion in family business succession. Given the many 
factors identified, the multi-level framework guides the structure of my dissertation.  
The lack of more innovative and influential studies is seriously concerning because “too 
much effort goes into generating meaningless research ‘findings’, and the flood of meaningless 
‘contributions’ probably obscure some discoveries that would really be useful” (Starbuck, 
2006, p. 86). Therefore, to improve the rigour of empirical methods, management research 
should emphasise theorising in which “more incremental research questions can be addressed” 
(Clark & Wright, 2009, p.6). Multi-level theorisation is important to qualitative research, 
especially, in management research where “like black cats in coal cellars, published studies are 
increasingly indistinguishable from previous ones, and the contexts in which these theories are 
tested or developed tend to fade into irrelevance.” (George, 2014, p. 1). Despite various efforts 
to ensure rigour in qualitative research, Giorgi (1988) cautions about the possibility that 
researchers’ errors will invalidate their descriptions. Accordingly, researchers must develop 
checks and balances, which primarily come through “the use of demonstrative procedures” (p. 
173). In light of this, it is important that I clarify definitions that appear complex and are thus 
potentially confusing. This is particularly important, given that qualitative research could be 
flawed due to a lack of theorising qualitatively and providing sufficient explanation. Hence, 
thinking deeply about the what, why and how of a phenomenon is crucial in order to conduct 
valid research and explain it clearly.  
This thesis does not conduct multi-level research in the sense of research that “entails 
more than one level of conceptualisation and analysis” (Klein & Kozlowski, 2000, p. 79). Thus, 
I examine succession decisions in SSA family firms, at more than one level in the same study, 
by analysing founder-CEOs’ preferences for traditional succession patterns. This is consistent 
with my philosophical approach detailed in the succeeding chapter. Critical realism research 
processes consist of induction, deduction and retroduction, where, for example, retroduction is 
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a “mode of inference in which events are explained by postulating (and identifying) mechanism 
which are capable of producing them…” (Sayer, 1992, p. 107). The process involves moving 
backward beyond the conception of a phenomenon, but takes into account different kinds of 
thing that could have created the particular phenomenon (Lawson, 1997). Hence, I focus on 
the underlying mechanism of the persistence of traditional succession patterns in SSA family 
firms.  
Rigorous multi-level research relies primarily on precision and care, involving the 
“careful definition, justification, and explication of the level of each focal construct in the 
model” (Klein & Kozlowski, 2000, p. 214).  Given that the essence of family business research 
activities is to deeply understand the phenomena under examination (Burton-Jones & Gallivan, 
2007), my goal is to contribute to such understanding of succession decisions in family 
businesses by examining the multi-level nature of their contributory factors in SSA family 
firms. As such, each contributing factor needs to be clearly defined and justified. In addition to 
contextual bias, previous studies on succession decisions have suffered from bias, because most 
researchers have examined succession decisions only at single levels of analysis (i.e., the 
individual, group, or organisational level). While these single levels might be beneficial, this 
thesis suggests that such study of organizations can engender an incomplete and disjointed 
view of transgenerational intentions and how succession decisions are practised. To address 
this problem, I draw on advances in multi-level research to illustrate and present succession 
decisions as a multi-level phenomenon. The multi-level contributory factors advanced in this 
thesis provide rich opportunities for theoretical and empirical knowledge on the antecedents 
and consequences of succession decisions based on traditional succession patterns.   
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1.7 Overview of dissertation 
This Introductory chapter has overviewed the research, and described its purpose and 
research questions. Chapter 2 presents the methodology, involving the underlying philosophy 
approach, that is, using the critical realism paradigm (Bhaskar, 2014). Accordingly, I justify 
how I apply a case study research design and outline the steps undertaken to maintain 
trustworthiness. I investigate the primary objectives for this research through a series of three 
discrete qualitative studies described in Chapters 3, 4, and 5. A short literature review is 
provided in each of these chapters. Given that I detailed the methodology by describing my 
data collection and analyses procedures in Chapter 2, I only detail the method in Chapter 4 for 
Paper 2. In addition to summarising the findings of this thesis, I outline theoretical and practical 
implications. Lastly, Chapter 6 describes how the findings address the research questions and 
presents an integrated and general discussion of the thesis.  
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CHAPTER 2: METHODOLOGY 
2.1 Introduction 
In this section, I outline the research paradigm. To design an effective study in family 
business research, Sharma (2004) suggests that the adopted research design must be contingent 
on “the research question of interest and the prevailing level of understanding on the issue” (p. 
25). In line with Denzin and Lincoln (1994), research design must outline how theoretical 
paradigms connects to strategies of inquiry and how empirical materials were collected. 
Adopting this advice, my research design aligns the research questions, the aim of this study, 
and information and strategies that appropriately address each research question (LeCompte, 
Preissle, & Tesch, 1993).  
 
2.2 Research context  
More than 50 percent of the family businesses that participated in this research are 
registered with the Nigerian Association of Small and Medium Enterprises (NASME) as at 
2017, and are currently active and operating their businesses in various business locations 
across Nigeria. Rather than limiting my data collection to Lagos (Nigeria’s commercial capital) 
because most Nigerian businesses are adequately represented in Lagos city  I extended the data 
collection to other major commercial cities in Nigeria, making it a nation-wide data gathering 
(see Nigeria’s Ethnic map in Figure 1.1, Appendix 2). Consequently, I can claim to adequately 
elicit the Nigerian experience. Nonetheless, for safety reasons, I avoided core Northern states 
that were under Islamic control of Boko Haram. The nation-wide data collection enhanced the 
depth, robustness, richness, and generalisability of my study, especially to other SSA family 
businesses. As already indicated, Nigeria, which epitomises the attributes of sub-Saharan 
African culture and economies, presents a rich context to examine influencing factors of 
succession decisions at the macro-, meso-, and micro- levels. Effectively, Nigeria’s distinctive 
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traditional, institutional, and religious environment is generalisable to other sub-Saharan 
African environmental contexts (Acquaah & Eshun, 2010).   
I embarked on an intensive six-day weekly three-month nation-wide data gathering, 
taking me across five geographic and strategic cities (Lagos, Benin City, Enugu, Port Harcourt, 
and Abuja) in Nigeria. In selecting the businesses, I controlled for variables such as industry 
type, ownership type (male/female), size of business, business location/region, and life stage 
or generation of the business (see Table 2.1). This is particularly important given the possibility 
of producing rich data from a range of contexts, capable of revealing varied aspects of family 
business succession’ decisions and practices.  
 
2.3 Generalisability of the findings 
Given that not all sub-Saharan African countries have the same characteristics, it is important 
to clarify the extent to which the findings are generalisable to other SSA family firms.   
Because of the growing need to understand how Western management models work in 
SSA environment (Bewayo, 2009), Nigeria, which epitomises the attributes of sub-Saharan 
African culture and economies described throughout this dissertation, especially in Paper 1, 
presents a rich context to examine influencing factors of succession decisions at the macro, 
meso, and micro levels. Given that similar studies have previously been representative of sub-
Saharan African sub-region (see George, Corbishley, Khayesi, Haas, & Tihanyi, 2016; Ofori-
Dankwa & Julian, 2013; Acquaah & Eshun, 2010; Bewayo, 2009; Fosu, Bates, & Hoeffler 
2006; Codjoe, 2003), Nigeria’s distinctive traditional, institutional, and religious environment 
is generalisable to other sub-Saharan African environmental contexts. The SSA is tribal, and 
many have similar primogeniture laws, under which women have few rights, and the effects of 
conservative Christianity and Islam reinforce this. According to Acquaah and Eshun (2010),  
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“the cultural and institutional environmental conditions such as existence of collectivistic 
cultures, the influence of traditional and religious institutions, the role of political institutions, 
and the increase in competition in the domestic economy created by the implementation of 
economic reforms are very similar to what prevails in many countries in sub-Saharan Africa”  
Although this study was confined to Nigeria, one would therefore expect that the results could 
also be generalisable to other sub-Saharan African countries. 
 
2.4 Case study research design  
I adopt a qualitative case study research design that focuses on “the dynamics of evolving 
processes rather than the systems of relationships among variable as its primary focus” 
(Langley, 2011, p. 409). According to Eisenhardt (1989), a case study is a research approach 
that “focuses on understanding the dynamics present within single settings” (p. 534). Case 
study design not only offers problem-defined situations to be investigated in details (Easton, 
2010), it is suitable for examining complexity and particularity, and allowing investigations to 
retain its real-life event characteristics (Bryman & Bell, 2007; Eisenhardt & Graebner, 2007; 
Yin, 2009).  
Edwards, O'Mahoney, and Vincents’ (2014) suggestion that critical realists should 
adopt research methods that best address their research questions reinforces the suitability of 
the  case study which combines different data collection method (Bryman & Bell, 2007; 
Eisenhardt, 1989). In multi-level theorisation in Paper 1 (Chapter 3), I use an intensive case 
study that focusses on “individual agents in context using interviews and qualitative analysis” 
(Easton, 2010, p.123). Following Edwards et al. (2014), a case study using an intensive 
research method is wholly consistent with a critical realist ontology. Moreover, in line with 
case study traditions, this study identified subjective and objective mechanisms that shape 
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family business owner’s succession decisions in emerging economies by adopting multiple 
data collection methods, using observations and in-depth interviews.   
Consistent with the above justifications of the suitability of case-study approach to my 
research questions, three other reasons informed my adoption of a case-study approach. First, 
few researchers have previously examined the persistence of traditional succession patterns in 
sub-Saharan Africa and why the businesses do not last long enough to become true family 
businesses. Against this background, a case study not only provides insights when the areas of 
phenomena have little established literature (Berrone, Cruz, & Gomez-Mejia, 2012), but are 
also frequently used as a point of departure to delineate a phenomenon in order to understand 
how it relates to other constructs and variables (Silverman, 2013; McEvily & Zaheer, 1999). 
Considering the context and boundaries of my Research Questions 1 and 2, a case-study 
approach is suitable for in-depth exploration and explanations of traditional succession 
decisions in SSA family firms (Yin, 1994). As explained in Chapter 1, Section 1.6, the 
inductive reasoning process in the qualitative data analysis draws conclusions from 
observation, and other processes, which include comprehension, synthesis, theorising, and 
contextualising (Harding & Whitehead, 2013). This is consistent with the objectives of my 
study, which focus on a particular existing phenomenon within real life context by considering 
contextual factors, in examining how and why things occur (Yin, 2017). More so, the case 
study approach has a central tendency of shedding “light on a decision or a set of decisions and 
to elucidate the reasons for why these decisions were taken, how they were implemented and 
what the results were” (Tan, 2009, p. 160).  
Second, my Research Questions 3 and 4 investigate the psychological effects of 
exclusion in succession decisions and “how ownership and leadership transfer unfold when 
women are at the helm” (Dugan et al., 2011, p. 14). Hence, in line with these objectives, the 
appropriateness of a case study advances our understanding of established phenomena, which 
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as Eisenhardt and Graebner (2007) argued, would be impracticable to obtain through 
alternative research designs.  For example, compared to survey-based and experimental 
approaches, where preliminarily, the phenomena and/or constructs of interest have to be 
predetermined and tightly defined, case studies are flexible and adaptable enough to examine 
interesting and surprising phenomena that may emerge throughout the research process (see 
Eisenhardt, & Graebner, 2007; Eisenhardt, & Martin, 2000). This is particularly important, 
given that with the empirical findings and conclusions, management researchers are able to 
challenge contemporary theories (Berrone, Cruz, & Gomez-Mejia, 2012; Eisenhardt & 
Graebner, 2007). Therefore, the sensitivity to participants’ experiences of exclusion in SSA 
family succession that a case study approach provides  enables me to formulate a new model 
to explain the relationship between mentoring relationship, child-disincentive tendencies 
(CDT), and psychological effects of exclusion in SSA family firms. Likewise, I was able to 
follow-up on unanticipated findings that emerged during my data analyses (Jonsen, Fendt, & 
Point, 2018; Maclean, Harvey, Sillince, & Golant, 2014). An example of such unexpected 
results is female founder-CEOs’ legitimisation of traditional succession decision discussed in 
Chapter 4, section 4.6.1. The research produced mixed results because the preponderance of 
female-CEOs who, despite calling for equal opportunities for children and though having 
capable and qualified daughters, ended setting up their sons as potential successors. This was 
a surprising result as I had expected that female entrepreneurs in sub-Saharan Africa would be 
committed to dismantling persistent gendered assumptions that have characterised 
organisational power structures and daughters’ capacity to thrive and succeed their parents in 
SSA family firms.  
Finally, a case study research design is suitable for this thesis because I do not have 
control over events and/or phenomena, in this instance, traditional succession decisions, and 
how they transpired (Yin, 2017).  This enables me to investigate the effect of the phenomena 
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on various participants in sub-Saharan African family firms. Further, this is particularly most 
important when the research purpose is to investigate “how and why things occur and when 
the focus is on a contemporary phenomenon within some real-life context” (Tan, 2009, p.160). 
To explain and understand social phenomena such as TSPs, management research must be 
critical of its objects by evaluating them critically. Considering my philosophical approach, 
critical realism, I was able to go beyond surface illusions about traditional succession patterns 
to uncover the underlying assumptions and mechanisms in the real-life context in order to help 
“people change conditions and build a better world for themselves” (Neuman, 2014, p. 110).  
 
2.5 Research philosophy: Critical realism position  
In this research program, I adopt a critical realist approach to guide the research 
questions.  Denzin and Lincoln (2011) suggest that critical realism differs from other prevalent 
philosophical traditions on the nature of reality (Ontology); the relationship between the 
inquirer and the object of investigation (Epistemology); and gaining knowledge of the world 
(Methodology). For example, critical realism differs from other research paradigms such as 
social constructionism because it accepts the possibility of knowing reality whereas the latter 
rejects it (Easton, 2010). Meanwhile, similar to social constructionist approach, a critical realist 
approach posits that “reality is not objective and given, but is socially constructed through 
ongoing actions, negotiations and agreement” (Sandberg, 2001, p. 28). However, the focus is 
on uncovering how social actors construct their experiences (Easton, 2010).  
The relativist ontology posits that “reality is constructed intersubjectively through the 
meanings and understandings developed socially and experientially” (Minca & Dineen, 2015, 
p. 17). Thus, the basic assumption that underpins my research is that as a researcher, I do not 
attempt to fully capture reality, rather that I can only approximate what is real. With this 
assumption in mind, my aim is to explore and examine the experiences, processes, and effects 
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of cultural, structural and organisational factors on incumbents’ transgenerational intention and 
potential successors’ decisions to engage in SSA family firms.  
 Critical realists believe in a dualistic/objectivistic epistemology (Lincoln & Guba, 
2000), accepting that “our world is socially constructed, but argue that this is not entirely the 
case” (Easton, 2010, p. 122); at some point, reality kicks in. Researchers with an objective 
epistemological orientation believe that beyond human consciousness there is an objective 
reality which is seen as given and the ultimate foundation for all human knowledge (Sandberg, 
2001), and that both subject and object of investigation are independent of each other (Lincoln 
& Guba, 2000). Rather than construct the world, critical realists believe that the world is 
“construed”.  
“Critical realism acknowledges that social phenomena are intrinsically meaningful, and that 
meaning is not only externally descriptive of them but constitutive of them…. Meaning has to 
be understood, it cannot be measured or counted, and hence there is always an interpretative… 
element” (Sayer, 2000, p. 17).  
Consistent with critical realist ontology, I systematically gather data to investigate the extent 
to which the contributory factors in the multi-level framework corresponds to the particular 
aspect of objective reality that I am investigating (Jick, 1979), in this instance, traditional 
succession patterns in SSA family firms. Accordingly, through this systematic approach, as a 
researcher I am able to “come closer to true picture of reality” (Sandberg, 2001, p. 44).  
Finally, in terms of methodology (i.e. How do we know the world, or gain knowledge 
of it?) (Guba, 1990; Lincoln, 1989), researchers within the critical realist tradition use a 
combination of intensive (i.e. in-depth interpretive data obtained through interviews) research 
methods as a means of capturing reality as much as possible. Thus, emphasis is placed on 
regularities, patterns, similarities and causal explanations (Denzin & Lincoln, 2011; Easton, 
2010), and falsifiability of hypotheses by explaining, predicting, controlling and making 
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generalisations about the phenomena of interest of research across organisations and multiple 
respondents (Leedy & Ormod, 2005; Van Dyne & Pierce, 2004) . In this dissertation, I made 
an effort to explain, predict, control and make generalisations about the phenomena of interest 
of research across organisations and multiple respondents (Leedy & Ormrod, 2005; Van Dyne 
& Pierce, 2004), in this instance, succession decisions in SSA family firms. Therefore, to 
understand the phenomenon from the founder-CEOs’ viewpoint, I had to adopt qualitative 
methods to examine the complex nature of traditional succession patterns. Likewise, I examine 
the ramifications of exclusion in succession processes and daughter’s interest in engaging in 
the family firms.  
 
2.6 Data collection  
This study involves a 2 year-long partnership with 55 participating Nigerian family firms, 
representing a broad range of industry sectors and disciplines. These include manufacturing, 
ICT, education, finance and accounting, medical and pharmaceutical, food, agribusiness, and 
others such as legal, sales and services, tourism etc. Succession is a sensitive issue and not 
many founder-CEOs were willing to participate in such study (Sanjari, Bahramnezhad, 
Fomani, Shoghi, & Cheraghi, 2014). Consequently, I reached out to both the Chairman and 
Vice President of the Nigerian Association of Small and Medium Enterprises (NASME) in 
2016. I attended NASME’s Annual General Meeting (AGM) in 2017, where I was introduced 
to all the participants. The Chairman also encouraged NASME’s members to participate in my 
very important and interesting study, assuring them that the research is not only for academic 
purpose but will greatly benefit Nigerian businesses. I also attended NASME’s 2018 Annual 
Trade Fair, where I spent considerable amount of time with my research participants.  
 At NASME’s Annual General Meeting, I initially recruited 15 respondents for the 
study. From these initial participants, I conducted snowball purposive sampling (Biernacki & 
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Waldorf, 1981) to recruit an additional 40 respondents.   Given the aim of my study, I adopted 
a purposive sampling, considering ownership type, industry type, owner’s gender, religion and 
ethnicity, as well as the generation running the business. A nation-wide data that did not take 
ethnicity and religion into consideration in Africa could be considered as biased. More so, 
cultural influence differs significantly across regions, which have different ethnicities and 
religions. Further, I ensured that the businesses are not newly formed but expectedly should be 
having discussion around transgenerational transfer of ownership and leadership. These 
descriptive data not only summarise my sample and the measures but also provide information 
about my variables and their relationships (Eisenhardt, 1989; Gibbert & Ruigrot, 2010).  
My nation-wide data collection consisted of 13 weeks of unstructured observation and 
55 semi-structured interviews across Nigeria. Over 100 male and female founder-CEOs and 
their potential successors were contacted, of whom 55 willingly granted the interview. Family 
business research can present particular unique ethical challenges (Gabb, 2010; Pettigrew, 
1997; Sanjari, Bahramnezhad, Fomani, Shoghi, & Cheraghi, 2014) because family business 
succession is usually an emotionally charged process. Beyond the normative respect for 
informed consent, confidentiality, and anonymity, I respected the secrecy of documents where 
necessary. However, this did not reduce the rigour of the research process as the issues were 
carefully considered in engaging with participants in this research. For example, I made a 
formal contact with the participating CEOs and discussed both ethical and practical 
considerations of the research. However, on a few occasions, it was difficult to reach the 
founder-CEOs. In such cases, the recruitment process for this category of participants was 
formal and official, involving hand-delivered letters of introduction from the University of 
Queensland to their Personal Assistants (PAs). The formal communication was enhanced 
through informal contacts with the PAs and any other personnel (such as office 
assistants/secretaries), in this instance, visiting and phoning to remind them to help deliver the 
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letters to the founder-CEOS. The letters were delivered directly to the participants or passed 
through other official communication channels. Following this, I followed up with visitations 
and scheduled interviews. 
Under the University of Queensland’s ethical clearance for this research, the identity of 
the participating organizations and the participants must be protected. As such, I established 
procedures for protecting the identity of my participants. One such was the use of monikers 
instead of participants’ names and the names of their organizations. Although the participating 
organizations and the research site were  described in as much detail as possible, specific details 
that could reveal the identity of the organizations, sites and participants were omitted. Table 
2.1 in the preceding section summarises the descriptive characteristics of the sample.   
The recruitment process, explained in the subsequent section, was guided by key ethical 
considerations. These considerations include respect for informed consent, confidentiality of 
data, the anonymity of some archival data or sources, the right to privacy, and convenience, of 
time and place of interview, for both the researcher and the participants. As a standard practice, 
all interviews were preceded by discussing and clarifying the interview protocol with 
participants. The interview protocol includes a brief description of the research and written 
consent from participants. Additionally, some terms in the interview protocol, such as 
‘idiosyncratic knowledge’, ‘reciprocal altruism’, and ‘multiple-heir’ inheritance were 
simplified for clarity and participants’ basic understanding.  
 
2.7 Justification of data collection methods   
Most of the family firms registered with NASME have founder-CEOs who are educated 
and in a way, are sophisticated and willing to not only participate but to divulge important 
information about the systems and processes of their businesses.   
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Ongoing relationship with research participants is necessary because of my research 
interest, which was to capture participants’ understanding of the underlying mechanisms that 
shape succession decisions and the consequent ramifications that participants are unable to 
articulate or may not be aware of (Onwuegbuzie & Collins, 2007). This is in line with my 
adopted philosophical approach and assumption, critical realism (Bhaskar, 2014; Denzin & 
Lincoln, 2011; Easton, 2010; Sayer, 2000), which seeks to understand the social construct of 
SSA founder-CEOs, in this instance, their family and business life (Sandberg, 2001). 
Consistent with critical realist methodology, which combines observation and in-depth 
interviews, I was required to spend considerable amount of time with the founder-CEOs. For 
example, I travelled with one of the participants to his annual religious conferences, where I 
spent 4 days interacting with him and his children who are involved in his business.   
Following my data gathering, I continue to relate with the companies that participated in 
my thesis because this ongoing relationship can provide opportunities for more extended 
research.  
 
2.8 Sampling  
Because the sample size in a qualitative study is determined by the research purpose, 
Glaser and Strauss’s (2017) theoretical saturation guided my selection of 55 participants.   
I used my previous personal and professional familiarity with NASME members 
(community) to make first contacts and sustained engagement with different participants 
throughout the data collection. Each participating founder-CEO was visited at least twice and 
verbally contacted for interviews. In a few instances, I visited some participant more than three 
times depending on their availability and data requirements. On my first visit, I informed the 
respondents about the research objectives and data requirements. I then requested each 
respondent’s participation, consent, and agreed on another date for interview. On an agreed 
date, I made a second visit to the agreed location of the founder-CEOs to conduct the interview.  
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In addition to the research question, appropriate sample design can depend on the 
degree of accuracy in terms of representativeness of specific populations or representativeness 
of all possible characteristics of a phenomenon (Onwuegbuzie & Collins, 2007). In this 
instance, given the financial resources, timeframe, and knowledge of the population, I opted 
for the latter. Using purposive sampling techniques (Palinkas et al., 2015; Suri, 2011), I 
collected data from 55 family businesses in Nigeria. The developed predefined criteria for the 
recruitment of participants and informed consent mechanism allowed me to collect responses 
from relevant stakeholders. Only current founder-CEOs (male and female) and in some cases, 
their designated successors were interviewed.  
 
2.9 Justification of sampling 
Overall, 55 interviews were conducted, representing 47 individual sessions and 4 group 
sessions. Only current founder-CEOs and in some cases, with their permission, their designated 
successors were interviewed. Since family business succession is an emotionally charged 
process, I excluded other family members, due to issues around distress and the potential for 
adverse consequences. Furthermore, it is also the case that among their children, founder-
owners are cautious or secretive as to let the children know whom they prefer to hand the 
business over to. In fact, on six occasions, founder-CEOs requested their children working in 
the business to leave the interview room before the interview could proceed. 
I believe that one person per firm is appropriate because of the objectives of my study 
and research design, which means that family business owners are careful not to reveal the 
identity of their successor (if they have one). Hence, the focus of my study, succession 
decisions, which largely depends on the founder owners means that spending more time to 
interview them is appropriate and acceptable in case study research (Onwuegbuzie & Collins, 
2007). Likewise, I was mindful that my research did not impact negatively on the businesses 
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that I was investigating, which is consistent with my ethics application of “no foreseeable 
harm”. Given that the internal dynamics of African FOBs is fraught, I considered it more 
appropriate to select one person for an extended interview.   
Given founder-CEO centrality in family firms (Kelly, Athanassiou, & Crittenden, 
2000), in this instance, the power they wield over resources and succession decisions, only the 
departing and current founder-CEOs (both male and female) and in some cases, their 
designated successors were interviewed. Table 2.1 summarises the descriptive characteristics 
of the sample. The qualifying criteria for participation are: (1) founder-CEOs with designated 
successor, and (2) newly appointed Managing Directors (second generation CEOs). In the 
criteria, I ensured reflexivity and added rigour to my study by first interviewing the 
departing/retiring CEO and designated/nominated successors separately before they were later 
brought together for simultaneous interviews (Alvesson & Sköldberg, 2017; Onwuegbuzie & 
Collins, 2007). 
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Table 2.1: Descriptive characteristics of the sample 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2.10 Interviews 
The interviews in the study adopted a dialogue-based interview design to enable 
participants to provide considerable and varied account of their succession decisions and 
intentions. I developed [combined] three types of interview questions: initial questions and 
questions to gather in-depth data and follow-up questions. Table 2.2 summarises the types of 
questions asked and provides some examples.  
Number of 
participants 
 55  
Gender 
(Ownership) 
Male 34 
Female 21 
Company Size Less Than 10 26 
Between 11 and 50 15 
Between 51 and 100 8 
More than 100 6 
Religion Christianity 37 
Islam 15 
Others 3 
Ethnicity  Yoruba 21 
Hausa/Fulani 9 
Ibo 17 
Others 8 
Industry Type Specialised 9 
Non-specialised 46 
Position in Family First-Born (FB) Male  15 
Female 9 
Non First-Born (NFB) Male 21 
Female 10 
Position in Business Founder-CEO(s) 45 
Successor(s)/Designat
ed Successor(s) 
10 
 
Generation 
(Running the 
Business) 
First Generation 45 
Non First-Generation 10 
Family Type Nuclear 24 (44) 
Nonnuclear 
(polygamy) 
31 (11) 
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Table 2.2: Question types and their examples 
Question Types Examples 
Initial Questions  What type of leadership succession processes do you have 
in place in your company? 
Questions to gather in-depth 
data 
 Evaluative questions (could you please describe them?) 
 Contrast questions (Are these formal or informal 
processes.) 
 Comparative questions (How does the work you do here 
differ from the kind of work you did in your previous 
workplace?) 
Follow up questions  Verification questions (So you said that X was this. Is that 
accurate?) 
 Prompts and probes questions (Could you tell me a bit 
more about that? Could you provide an example?) 
 Closure questions (Did anything else happen that could 
help me understand your experience so far?) 
 
For example, the initial questions (e.g. “What type of leadership succession processes do you 
have in place in your company?”) was enhanced with the questions to gather in-depth data (e.g. 
“Could you please describe them and whether they are formal or informal processes?”), and 
follow-up questions (e.g. “How do these factors influence your decision in a male or female 
succession as CEO?”). Like most case study research, I probed for meanings asking subsequent 
questions like “What do you mean by that?”, ”Can you provide examples of this?”, and “Can 
you elaborate on this?” 
Interviews started in November 2017 and were completed in January 2018. The 
dialogue-based interviews were guided by semi-structured questionnaires with tailored 
questions that generated appropriate data for addressing my primary research questions. 
Depending on the convenience and safety for both researcher and participant(s), interviews 
were held at various venues ranging from participants’ offices, residences, Trade Fairs, and 
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(religious) convention campground. In two instances, interviews were conducted at hotel 
locations as an additional measure to guarantee confidentiality. On two occasions, the 
interviews were conducted at midnight, as those were the times agreed upon with the 
participants.  
The interviews were conducted in English language, as nearly all participants are fluent 
in English. In one instance, however, I sought the help of an interpreter in order to facilitate 
communication with a participant who was not fluent in the use of English language. I digitally 
recorded all interviews and took notes in order to register the participants’ non-verbal 
expressions. I then personally transcribed all the audio data into Word documents. Doing this 
rather than seeking professional transcription allowed me time to initially think over and 
familiarise myself with the data before more thorough analysis.   
Each interview lasted between 40 and 120 minutes. With the participants’ permission, 
I tape-recorded and later transcribed each interview, producing 289 pages of single-spaced text 
after transcription. I completed a qualitative analysis using the NVivo 12, translating the in-
depth data into practical and robust recommendations. I used an inductive, open coding 
techniques to identify description of patriarchal culture and how it influences founder-CEOs’ 
decision in their succession choices.  
 
2.11 Data analysis  
The three stages of Strauss and Corbin (1990) open, axial, and selective (theoretical) 
coding guided my data analysis. The inductive analytical procedures, which is instrumental in 
theory development (Eisenhardt, 1989; Eisenhardt & Graebner, 2007), require an ongoing 
interpretive and iterative process of searching for underlying meaning, mechanisms and 
ramifications of traditional succession patterns in and across data. Although in reality, the three 
aspects form a relational whole, they were separately considered during my analysis. Open 
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coding involves fracturing data and some grouping (Harding & Whitehead, 2013) where I 
looked for underlying meaning and uniform patterns in and across my data. During the coding, 
interview transcripts and observational noted were read to identify statements that might 
address my research questions. Following this, I bracketed and labelled statements within the 
data that summarised their meanings. Similar statements were later grouped together into a 
category.   
Axial coding occurs when researchers connect and explore the relationship between the 
category and sub-category, involving grouping similar categories into themes (Harding & 
Whitehead, 2013). Thus, I connected concepts that emerged from the open coding (Corbin & 
Strauss, 2014; Strauss & Corbin, 1990). Some of the created nodes include birth order, cross 
gender succession, patriarchal practice, successors’ mentoring and education, idiosyncratic 
knowledge, succession and religion, multiple-heir inheritance (polygamy), gender, family 
firms etc. This is necessary because the nodes provide ‘a simple to work with structure’ for 
discovering themes (and interpretation). I revisited the literature, especially in Paper 2, to 
examine how a gender theoretical lens elucidated the relationship between the themes. 
Following this, I wrote theoretical memos when coding the data. Enlightened self-interest 
model drew my attention to the interaction between situational, structural, and psychological 
implications of traditional succession patterns.  
Selective coding is a theoretical coding that delimits and refines integrated categories 
for formation of a theory with validated relationships among concepts, including selection and 
refinement of a core category (Corbin & Strauss, 2014; Harding & Whitehead, 2013; Strauss 
& Corbin, 1990). Similar to axial coding (Strauss & Corbin, 1990), selective coding involved 
emergent of an encompassing theme from further comparison and combining of themes. At 
each stage, I provided the preliminary findings to my supervisors to ensure that my categories 
were robust enough to withstand critique by two highly experienced researchers.  
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As highlighted above, inductive data analysis involves an ongoing and iterative process 
of moving back and forth over the three stages of coding, including between existing literature 
and the data. Consequently, to capture my emerging understanding of the data, the open, axial, 
and selective codes were revised many times – at least, five times. I kept an audit trail of coding 
notes, which explains why I employed, modified, or dropped some categories. In addition, in 
relation to the existing literature, I used theoretical memos on emerging interpretations, and the 
meaning and dimensions of categories. The data analysis was completed using NVivo 12 Pro.  
 
2.12 Trustworthiness  
To assess the quality of qualitative research, Guba and Lincoln (1994) proposed that 
the trustworthiness and authenticity of its result is crucial. While authenticity, linked with 
ontological, educative and tactical authenticity, is largely concerned with the fairness of the 
viewpoint represented, trustworthiness is made up of four criteria; credibility, confirmability, 
dependability and confirmability (Guba & Lincoln, 1994). In line with the qualitative research 
tradition, I adopted Guba and Lincoln’s (1994) conceptualisation of rigour, which consists of 
credibility, dependability, transferability, and confirmability.  
Table 2.3 summarises the research quality criteria and the steps I took to fulfil them. In 
subsequent paragraph, I elaborated on the steps taken to ensure that the research is credible, 
dependable, transferable, and confirmable.   
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Table 2.3: Procedures for maintaining research quality  
Criteria  Description Procedures used in Chapter 3, 4, and 5 
Credibility  Findings reflect participants’ 
understanding 
 Prolong engagement 
 Triangulation 
 Persistent observation 
 Member check 
Dependability The logic leading from data to 
interpretation is made explicit 
 Pattern matching 
 Comprehensive use of data 
 Deviant case analysis  
 Constant comparison 
Transferability The context in which the 
findings are likely to hold is 
clear 
 Explain rationale for case study selection 
 Outline case study context 
 
Confirmability  The researcher reflects on 
their role in the research 
process 
 Case study protocol  
 A research protocol  
 Participants’ confirmations  
 Industry and academic experts (review 
by supervisors and four 4 lawyers and 
one medical doctor) 
 Preliminary findings presented at 
conferences and journals 
 
2.12.1 Credibility  
Credibility in case study research is determined by the confidence that can be established in 
the truth of the findings (Lincoln & Guba, 1985). The concept determines “whether the findings 
represent plausible information drawn from the participants’ original data and is a correct 
interpretation of the participants’ original view” (Korstjens & Moser, 2018, p. 121). In this 
study, I accurately captured and represented the traditional succession decisions and interpreted 
the data in a way that accurately reflects my participants’ understandings. In my research, I 
adopted four strategies in order to ensure credibility.  
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Guba and Lincoln (1994) suggest that it is critical that the techniques and the methods 
utilised are fully explained and transparency should be maintained in the impact of the 
researcher’s own experiences on the study. As such, my use of critical realist case study and 
rigorous multi-level research is particularly important, given the precision and care, involving 
the scrupulous definitions, justifications, and explication of phenomena where necessary.  
Consistent with the critical realist paradigm, I used multiple data collection techniques, 
which is particularly important, given that my interest was to capture participants’ 
understandings of the underlying mechanisms that shape succession decisions and the 
consequent ramifications that participants are unable to articulate or may not be aware of. 
Consequently, I combined unstructured observations and interviews in examining how the 
underlying mechanisms shape daughters [and other stakeholders’] experiences in the family 
business. This is consistent with Easterby-Smith, Golden-Biddle, and Locke’s (2008) argument 
that  
“an overriding warrant for qualitative research is that researchers get close to the life-worlds of 
those studied, …and demonstrate that data-generating strategies and text indicate that we have 
made a major investment in attempting to be faithful to the complexity and variability in the 
dimension of organizational life into which our research inquiries” (p. 423).  
Furthermore, I assured all participants that they have complete access to the transcripts of the 
interview to crosscheck what they said with the transcription. Likewise, I extended the offer to 
read the thesis to them once I complete the study. Moreover, interview guide, which consists 
of areas to be explored in the study, was used during the interviews. 
During the data gathering and analysis, I treated all participants’ statements about 
traditional succession patterns and their varied experiences as being equally important. 
Following data collection and analyses, my supervisors served as reviewers. Given that this 
dissertation is by manuscript, my primary and secondary advisors, who are experts on inclusive 
organisational leadership and employment, and analysing discourse reviewed the findings and 
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conclusions drawn in Papers 1, 2 and 3. In particular, they re-read the findings multiple times 
and provided challenging feedback and comments. I worked closely with them to revise my 
theorisations and findings until I became empirically confident of well-interpreted data 
(Rowlands, Waddell, & McKenna, 2016). My advisors also provided comments on the link 
between the data and the results, ensuring logical, well-supported, and effectively 
communicated findings. Besides, my interpretations were discussed with professionals in the 
field of family business, and I openly discussed the results with my research participants. For 
example, given that I had no background in legal matters, I sought clarifications on customary 
laws from four lawyers who participated in this study, specifically, on the concept of Igiogbe. 
One of the lawyers also serves as a university lecturer. Following this, I further refined the 
results through considerable scrutiny by two editors of high quality journals. My findings were 
also subjected to critical review processes and that led to their being presented at major 
management conferences in North America and Australia. 
 
2.12.2 Dependability 
Dependability is the eventual stability and consistency of the research findings. As 
highlighted by Lincoln and Guba (1985), it relates to whether the reported interpretation of 
results is sufficiently supported by the data. Thus, the results must reflect the overall data, not 
only findings that supported the researcher’s preferences and viewpoints.  
To ensure dependability, I made constant comparisons between contexts and identified 
the factors that led to variation and commonalities between them. I used a journal to record all 
data and my own reflections on the data obtained, examining the linkages between my data 
through several complex theoretic explanations that draws on multiple bodies of literature. 
During the analyses, I sought out instances that were not sufficiently explained, and reconciled 
them by looking for alternative interpretations. Furthermore, I modified my interpretations 
 39 
 
until I was satisfied that the whole data have been explained. Pattern matching was also 
employed during my data analysis, iterating between the data and existing literature. Finally, 
the relationship between my findings and existing literature was explained in the discussion 
section of each paper. The discussion sections of each paper explained how my findings relate 
to existing literature and explicate how the findings support, contravene, and advance the 
literature.  
 
2.12.3 Transferability  
Transferability is the extent to which the results are transferable to “other context or 
settings with other respondents” (Korstjens & Moser, 2018, p. 121). To achieve transferability 
in case study research, Lincoln and Guba, (1985) suggest that the contexts wherein the findings 
are likely to be applied or not apply must be communicated to the readers. In this study, I 
ensured the transferability of my findings by adopting the logic of analytic generalisation 
(please see Papers 1, 2, and 3). As pointed out by Polit and Beck (2010), analytical 
generalisation presupposes establishing connections between particular observations and 
broader constructs. For example, I ensured case-to-case transfer in Paper 2, applying findings 
from one group such as male and female founder-CEOs to another group or setting, checking 
the boundary conditions of my findings and verifying if the findings apply across contexts (see 
Paper 3, i.e., in Chapter 5). Finally, transferability was further deepened by sufficiently 
describing and highlighting the research context, limitations and strengths of my study.   
 
2.12.4 Confirmability  
The confirmability of a case research is the degree to which, given the same evidence, 
the results could be comparably confirmed or corroborated by other researchers (Lincoln & 
Guba, 1985). Therefore, as Korstjens and Moser (2018) pointed out, researchers must ensure 
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“that data and interpretations of the findings are not figments of the inquirer’s imagination, but 
clearly derived from the data” (p. 121). To establish confirmability, I relied on a research 
protocol that outlines the measures adopted during the data collection and analysis process. In 
certain instances when data collection did not go as planned, I was able to think outside the box 
and turn those setbacks to strengthen the quality of my research (Gibbert & Ruigrok, 2010). To 
achieve accurate interpretations of participants’ understanding, I “acknowledge and explicitly 
deal with subjectivity throughout the research process” (Sandberg, 2005, p.59), by regularly 
determining whether my interpretations seemed to be consistent with their experiences and 
understandings. During my observation, I noted participants’ reactions and responses whenever 
I sought clarifications from them. On a few occasions, my misinterpretations of their statements 
were corrected through their elaborate explanations and use of examples. Throughout the 
research process, I ensured transparency as much as possible by carefully documenting 
decisions made during the data collection and analyses, emergence of the findings and data 
management. Finally, I explained that the research was not conducted exactly as planned, and 
highlighted the concrete measures taken to complete the research despite limited resources. 
 
2.13 Conclusion 
In this chapter, I have justified the critical realist philosophical approach as a lens that 
guides the assumptions of this research. I also show that a case study research design is 
appropriate for studying succession decision as it unfolds, shedding light on a decision or a set 
of decisions, elucidating why these decisions were adopted, how they were implemented, and 
their outcomes and/or consequences. Likewise, I demonstrate that combining  observation and 
interview for data collection helped me to gain insight into what founder-CEOs and family 
members who participate in family firms do, as well as why they do them, and the ramifications 
for what they do. This is consistent with the critical realist paradigm. In addition, I justify my 
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sampling and data analysis procedures. Finally, I conclude the chapter with an outline of how 
I achieve trustworthiness to ensure that the research is credible, dependable, transferable, and 
confirmable.  
 In the following three chapters, I present three empirical studies. In Chapter 3 (Paper 
1), I examine the contributory factors that influence succession decisions in SSA family firms 
and why the persistence of traditional succession patterns. The chapter also investigates why 
SSA family firms do not last long enough to become true family businesses. Where necessary, 
I rely on my data to enhance my theorisation. On most occasions, I used the examples of the 
four family firms that have experienced intergenerational transfer. This is particularly 
important given that SSA businesses and family business literature can benefit immensely from 
the examples of those firms. In Chapter 4 (Paper 2), I use the same data to examine how 
ownership and leadership transfer unfold in sub-Saharan African firms. In particular, I focus 
on instance where women are in the driver’s seat. The paper also investigates the psychological 
effects of exclusion in family business succession. In Chapter 5 (Paper 3), given the data-
specific and context-dependent nature of my research, findings that emerged from Papers 1 and 
2 help me to develop propositions for future research. Hence, I present a set of propositions on 
mentoring in SSA family firms. I conclude the dissertation with a discussion chapter that 
integrate the three studies and explains the theoretical and practical contributions.  
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My contribution to Paper 1, “Multi-level Theorising about Succession Decisions in 
Family Firms: A View from Africa” was 70 percent. I undertook the conception and design of 
the project; including writing the paper. I also collected and analysed the data. My advisors, 
A/Professor Bernard McKenna and Professor Charmine Härtel, who are experts on inclusive 
organisational leadership and employment, and analysing discourse contributed 20 percent and 10 
percent respectively to the critical revision and edition of the multiple drafts included in this thesis.  
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CHAPTER 3 (PAPER 1): MULTI-LEVEL THEORISING 
ABOUT SUCCESSION DECISIONS IN FAMILY FIRMS: 
EVIDENCE FROM SUB-SAHARA AFRICA1 
In this chapter, I address the challenges in understanding how traditional succession 
patterns determine succession decisions in sub-Saharan Africa, a region with distinct but 
contradictory approaches to succession planning within family firms. Despite widely 
recognising succession problems in African family businesses, with some even predicting a 
succession crisis (Garcia, Sharma, De Massis, Wright, & Scholes, 2019), we little understand 
the factors influencing incumbents’ succession decisions in an emerging economy. Although 
family businesses form a major part of every nation’s economy, the family business literature 
largely involves research within developed Western nations. This situation has unbalanced the 
theory underlying the literature particularly relating to the important role that government 
regulation, religion, socio-economic traditions, and family structure play in succession 
decisions. Hence, I take a different approach to show how succession decisions might vary 
when they are taken at the macro-, meso-, and micro-levels.  
The goal of this paper is to investigate what factors contribute to succession decisions 
and why traditional succession practices persist in sub-Saharan African (SSA) region. The 
paper also investigates why family firms do not last long enough to become viable, enduring 
family businesses. I begin the chapter by describing family-firm characteristics in an African 
context. Likewise, I explain why multi-level theorisation is needed to explain family business 
succession. Following this, I develop a framework based on that theorisation so that we might 
better understand succession decisions in SSA family firms, consisting of macro-, meso-, and 
                                                 
1 An abridged journal-ready version of this paper is currently under review with my supervisors and co-
authors. We are currently deciding on the appropriate journals for the paper, and are leaning towards 
Entrepreneurship Theory and Practice 
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micro-level factors. Using this approach, I elucidate established influencing factors to provoke 
new possibilities for founder-CEOs succession decisions in SSA family firms. Where 
necessary, I rely on my data to deepen theoretical perspective. This is particularly important, 
given that the common mistake with qualitative research is that it may not be theorised 
sufficiently and thus inconclusive. Deep thinking about the what, why and how of a 
phenomenon is crucial, especially when we consider that much qualitative theorising lacks 
adequate statistical research and thus variation. The paper concludes by setting out a research 
agenda for my thesis about family firms.  
 
3.1 Introduction 
African history is replete with failed family businesses because founder-CEOs adopt 
traditional succession patterns (TSPs) (Acquaah, 2016, 2013; Ogundele, 2012; Acquaah & 
Eshun, 2010; Acquaah & Yasai-Ardekani, 2008; Sam, 2003; Ukaegbu, 2003), which are 
neither succession-oriented nor sustainability friendly. Indeed, Nelson and Constantinidis 
(2017) argue that succession decisions that accord with traditional preferences of the departing 
founder-CEO engender “(in)equality (equivalent treatment) and (in)equity (fair treatment)” (p. 
224). This tendency not only restricts succession to offspring who are female and non-first born 
(Lee et al., 2003; Francis, 1999; Keating & Little, 1997; Barnes, 1988), but is also capable of 
causing family firms to decline and discontinue. In SSA family firms, succession planning is 
not only historically determined and socially constructed, but is an outcome of a convoluted 
process which includes inclusion and exclusion of participating members. Given this, 
institutional and socio-cultural issues are relevant to transgenerational intention and succession 
decisions in family business research. Although the multi-generational timeframe perspective 
in the succession planning process is socio-culturally complex (Lambrecht & Donckels, 2008), 
the knowledge of how a family business successfully moves (Madison, Holt, Kellermanns, & 
 45 
 
Ranft, 2015; Lansberg, 1999) through generations remains unclear in sub-Saharan Africa 
(Ogundele, 2012; Sam, 2007, 2003; Sam & Kilby, 1998). Besides, given that most knowledge 
is based on family businesses within Western economies (De Massis, Sieger, Chua, & Vismara, 
2016; Ogundele, 2012; Bewayo, 2009), it is critical to examine how the specific characteristics 
of the macro-, meso- and micro-structures apply in developing economies.  
The primary goal of this paper is to investigate contributory factors of succession 
decisions in SSA family firms and why traditional successions practices persist in the region. 
The secondary goal is to investigate why family firms in sub-Saharan Africa do not last long 
enough to become true family businesses. To do that, I draw mainly from the works of multi-
level theorists (e.g., Klein & Kozlowski, 2000; House et al., 1995; Rousseau & House, 1994), 
which suggest that rather than either individual experiences or structural underpinnings; a 
meso-framework must foreground organisational processes.  
As multi-generational, socio-cultural analysis, by definition, locates individuals in a 
social framework, meso-organisational research can show that phenomena from a micro-
perspective must integrate socio-economic factors from a macro-perspective. As organisational 
phenomena often span different levels, I merged micro- and macro-perspectives. I suggest that 
by reconceptualising succession decisions, theory and empirical research can be developed 
further; indeed, this approach frames the remaining part of this dissertation. Specifically, I 
contribute to the family business succession literature by providing a thorough understanding 
that traditional succession decisions on three contextual levels persist, thereby advancing how 
we understand the boundary conditions and factors that affect succession decisions in SSA 
family firms.  
 This is important in three ways. First, the macro-level factors explain why African 
family businesses do not last long enough to become true family businesses as modelled in the 
West. Second, the meso-level factors explain how SSA family firms interpret economic 
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activities and perceive which of those activities subsequently determine how they behave when 
looking for, discovering, and selecting human capital to take over the reins. This level of 
activity also affects how SSA family firm owners exploit productive (entrepreneurial) and 
unproductive (political) opportunities (Sobel, 2008). This is particularly important as family 
businesses support nuclear and extended family members economically, socially, and 
emotionally. This is because such economic activities represent families’ source of income, 
social status, and emotionally connect family members (Acquaah, 2016; Bewayo, 2009; 
Ogundele, 2012). Therefore, the family defines family firms’ attitudes toward resource 
allocation and the quality of proximity dimensions. Third, at the micro-level, I investigate why 
participants act out their subject roles and negotiate the irrationalities of incommensurate and 
competing subjectivities (Rooney, McKenna, & Liesch, 2010) where, for example, the next-
generation members and incumbents decide on skills acquisition and willingness to provide 
training and mentoring respectively.  
 
3.1.1 Definitions and family firm characteristics  
Some definitions in the family business literature remain ambiguous. For example, 
while the term, family business, seems straightforward, because “family” is used varyingly in 
different societies and cultures (Basu & Gupta, 2008, Bewayo, 2009). Similarly, because 
research may be either theoretical or practical, family business lacks meaning (Dennis, 2002). 
Compared to their non-family counterpart, family businesses are unique because of the family 
involvement (Gagné, Sharma, & De Massis, 2014); this makes defining them difficult (Chua, 
Chrisman, & Sharma, 1999). While family involvement is interpreted as ownership and 
management, designated successor should be added as an additional variable (Churchill & 
Hatten, 1997). Further, we cannot consider that a business is truly a family business when the 
next generation is being groomed to become professionals instead of being groomed to 
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perpetuate the business (Chua et al., 1999). If we accept this view, it would be reasonable for 
the family firm literature to exclude all empirical studies based on such firms.   
With the exception of a few, most family firm definitions do not distinguish between 
ownership, governance, and management (Chua et al., 1999). This produces operational 
definitions that identify only observable and measurable characteristics. Instead, a theoretical 
definition of family firm “should distinguish one entity, object, or phenomenon from another 
based on a conceptual foundation of how the entity, object, or phenomenon is different and 
why the differences matter” (Chua, Chrisman, & Sharma, 1999, p. 23). For example, while 
family influence, in the form of ownership and control, are observable characteristics, it renders 
a business truly a family business only if the characteristics promote intergenerational transfer.  
Against this background, a family business is not only one in which the organisational 
vision is shaped by a dominant family, but also one where the transgenerational intention and 
thus behaviour is sustainable (Bewayo, 2009; De Massis, Sharma, Chua, & Chrisman, 2012; 
De Massis, Kotlar, Chua, & Chrisman, 2014). Therefore, it would be reasonable to assume that 
a business is not considered a family business if it does not involve multiple generations and 
family influence (De Massis et al., 2014). This especially applies if the founder-CEO does not 
plan to perpetuate the business and retain it within the family after they exit. Given the above, 
most SSA family businesses involve the multi-generational dimension with family influence 
rendering them truly family firms, but lacking vision and distinguishing governance and 
management suggest otherwise. Regardless, Chukwu, an insurance company owner believes 
that it is limiting categorising a business as a family business. According to him,  
When we talk about family business, that caption is being restated by those who still have 
myopic outlook to business generally…those who see the business as an inheritance. Otherwise, 
a business is a business without any ‘family’ connotation. Because a business is a business, a 
business does not look at whom it wants to employ. If the son as a member of the family has 
the attributes, I mean the required values, of course, he's engaged, and if an existing family 
member is engaged and he could not satisfy the requirement of that particular (job/role), he 
goes (relieved of his job).  With that, the company remains, and that is what I mean when I talk 
about that caption ‘family business’.  
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3.1.2 Theoretical reflections and multi-level framework 
The family business literature emanates largely from developed Western nations. This 
contextual bias has restricted it theoretically, particularly if we over-look the important role of 
government regulation, religion, socio-economic traditions, and family structure in 
transgenerational intention and succession decision.  No dominant theory underlies family 
firms (Payne, 2018; Evert, Martin, McLeod, & Payne, 2016; Von Schlippe & Frank, 2013). 
However, many theories have attempted to explain family businesses and predict the behaviour 
of people within them. According to Payne (2018), relevant and useful perspectives from these 
theories are used to explore important questions and develop objectives in family business 
research. The most dominant and frequently used family business model is that of systems 
theory, which enhances our understanding of the complexity and specificities of family 
businesses and helps us not to fragmentise family business research (Von Schlippe & Frank, 
2013).  
Systems theory has explained African family firms and succession planning phenomena 
(e.g., Acquaah, 2016; Bewayo, 2009), but it has not adequately captured the direct and 
contingent factors of succession decisions at the macro-, meso-, and micro level (Acquaah & 
Eshun, 2010). This is because systems theory implies that the model’s “three overlapping, 
interacting, and interdependent subsystems”, that is, family, ownership, and management do 
not contain closely related or identical membership. The theory does not hold that the family 
and ownership, or the family and management, could be the same, and thus does not address 
problems arising from the overlapping of these subsystems. This is particularly important 
where the incumbents’ succession decisions and the next-generations’ intention to take over 
the family firms are made complex because of the many factors at the individual, relational, 
and organisational level of analysis (Orole, McKenna, Hartel, & Forbes, 2019). Fig. 3.1 
displays the framework’s highlights including how institutional (formal and informal), 
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organisational (firm), and family (and individual) level contributory factors are linked. 
Although the factors are inexhaustible, I limit our [my] investigation to those that are relevant 
to our understanding of why a pattern of succession decisions occurs in SSA family firms. This 
means that I share their implications.  
Macro- Level Factors: The macro-level refers to the institutional, socio-economic, and 
cultural phenomena, characterised by formal (i.e., law, regulations, and (un)written codes) and 
informal (i.e., cultural) institutional dimensions (Tūtlys, Winterton, & Liesionienė, 2019). In 
addition, the latter includes the economic incentives that underlie the cultural values that 
individuals and family draw on to discover and exploit opportunities. Regarding governance, 
individuals and family adapt to each other as informal institutions reinforces and complements 
formal institutions (Van Assche, Beunen, & Duineveld, 2014). 
Meso-Level Factors: Meso-level factors focus attention on activities that link 
organisational units and encourage thinking about relationships between levels (Bligh, Pearce, 
& Kohles, 2006; Ballard & Siebold, 2003; Klein & Kozlowski, 2000). In essence, the meso-
level involves at least two levels of analysis simultaneously that describe how they link (House 
et al., 1995). Meso-research in organization studies, therefore, has related characteristics at the 
macro- and micro-levels, that enhance our “understanding of relationships between individual 
experience and broader, social phenomena” (Thompson, & Bevan, 2013, p.24). At the meso-
level, the sites of human interactions (e.g., among organisations and communities), and their 
“patterns of behaviour and forms of expression are regulated” (McKenna, et al, 2016, p. 1087). 
Until recently, much research on family firms has focused on the individual or group levels 
(Garcia et al., 2019; Gagné, Sharma, & De Massis, 2014), attending less on firm-level 
phenomena and activities that make up the particular environment that link family members 
and external factors which, in turn, facilitate or inhibit family firm longevity.  
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A meso framework incorporates organisational processes, rather than either individual 
experiences or structural underpinnings (see also House, Rousseau, & Thomas-Hunt, 1995). 
Ballard and Siebold (2003), explicitly drawing on the Rousseau and House framework, propose 
that meso research helps focus attention on activities that link organisational units. Similarly, 
Bligh, Pearce and Kohles (2006), and Klein and Kozlowski (2000), describe meso-theories as 
providing a cross-level or multilevel perspective on organisational research.  
Micro- Level Factors: The micro-level involves a particular environment that 
encapsulates individual and family level interaction, and social practices that influence family 
business succession (Müller, Botero, Cruz, & Subramanian, 2018). At the micro-level, 
shareholders comprise “any group or individual who can affect, or be affected by, the 
achievement of organization’s objectives” (Freeman, 2010, p. 47). At the micro-level, family 
firms have their own culture and mechanisms through which founder-CEOs make succession 
decisions and mobilise resources at the macro- and meso-levels.  
 
 
 
 
 
Fig 2.1: An Analytical framework for understanding contributory factors to succession decisions in sub-
Saharan African family business 
Macro-Level
Meso-Level
Micro-Level
MACRO LEVEL 
Institutional, socio-economic & cultural level factors 
 Culture and norms  
 Ethnic, religious and legal pluralism 
 Economic and political factors 
 Institutional and socio-cultural environment 
 
 MESO LEVEL  
Firm level factors/context/perspective 
 Occupational/sectorial and managerial experience 
 Family firm idiosyncratic knowledge  
 Founder-owner sophistication (education level, firm 
size and age) 
MICRO LEVEL  
Individual & family level factors  
 Family structure 
 Birth order and role identity 
 Desire to perpetuate a legacy 
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3.2 Macro- Level Factors   
This section examines how macro-level factors influence succession decisions in SSA 
family firms by showing how established factors can influence provocative new possibilities 
for incumbents’ and next-generation members’ succession decisions in sub-Saharan Africa.  
Given my focus on institutional, socio-economic and cultural level factors, I investigate culture 
and norms, ethnic, religious and legal pluralism, economic and political factors, and the SSA 
institutional and socio-cultural environment 
   
3.2.1 Culture and norms. 
Norms firmly shape cultural practices (McKenna, et al, 2016). In sub-Saharan Africa, 
where local family firms are common, cultural practices influence succession decisions. The 
collectivistic nature of sub-Saharan Africa culture (Hofstede, 1980) makes the family more 
relevant to economic activities. That is, families ensure the emotional welfare of family 
members, and family firms offer economic welfare by providing employment and thus 
economic resources and security.  
Traditional succession is the most widely accepted forms of power transfer in an 
African family business (Sharma, Chrisman, & Chua, 2012), and determines the rules for 
daughters’ and non-first born sons’ succession. As revealed in Paper 2 (Chapter 4), the 
prevailing assumption is that eldest sons are first in line to take major family responsibilities 
and commitments.  
 
3.2.2 Ethnic, Religious, and Legal Pluralism.  
This section explains how “religious law” and “customary law” in the SSA legal 
system, in which customary, Islamic and common laws conflict, challenge founder-CEO’s 
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succession decisions. Specifically, I examine the effects of ethnic and religious pluralism and 
how these create dilemmas in founder-CEOs succession decisions in sub-Saharan Africa.  
 Ethnicity and religion. Cultural influence differs significantly across regions because 
of their differ ethnicity, and to some extent depends on the founder-CEO’s religion. Nigeria is 
characterised by two dominant religions: Christianity and Islam. While Islam dominates North 
Western, and a good portion of North Eastern, Nigeria, the South Western and South Eastern 
Nigeria are overwhelmingly Christian (Loimeier, 2011). Although the Nigerian legal traditions 
are intricately and inseparably linked to religions (Adegbite, 2000), the legal system is not 
coherent or homogenous. Therefore, the normative differences make it particularly problematic 
to classify them as “religious”. Islamic law is based primarily on belief (iman) and a way of 
life (minhaj) (Murad & Mvwdudi, 1984). Because Islamic law is enforced as customary, in that 
it is “linked with African traditional religion” (Adegbite, 2000), its classification as “religious 
law” or “customary law” is difficult to pin down under the Nigerian legal system (Oba, 2011). 
As such, my conceptualisation focuses on legal pluralism, which is deeply influenced by 
Nigeria’s political history (Fournier & McDougall, 2012).    
Religious colouration and narratives privilege men over women in post-colonial 
African society. This is particularly so because the dominant religions (Islam and Christianity) 
have their foundation in absolutist belief: the view that one’s values and ways are superior and 
will not open themselves to human dialogue and intervention. The belief is that sharia law 
about, and Biblical injunctions on, inheritance are divinely inspired and cannot be challenged. 
For example, the injunctions that stipulates that inheritance be handed down to the male child 
is justified in the Bible: “All scripture is given by inspiration of God, and is profitable for 
doctrine, for reproof, for correction, for instruction …” (2 Tim 3:16). Mike, who owns a bakery 
business explained that 
I can appoint my daughter only if at the end of the day I found godly qualities in her and maybe 
based on the leading of God for me to hand over to her. 
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Further interaction with Mike revealed that the  godly quality includes ‘born again’ and 
possessing unquestionable integrity. While integrity and commitment are desired in potential 
successors, these conditions are not stressed when it comes to the male child, suggesting that 
the criteria derived from religious beliefs defers and are upped for female succession. Like 
Mike, a preponderance of the SSA Muslims and Christians believe that divine injunctions from 
their Holy Books will guide their succession decisions. Therefore, a call for gender equality in 
employment and a level playing field are considered contentious because they infringe on 
religious beliefs. In regarding that spirituality and religion are important to his succession 
decision, Emoyon, who owns a block-making business indicates, “The first quality that I would 
have preferred in my daughter, is that she loves God … she has to be somebody that believes 
in God”. The religious ordinances and ideologies undermine quality succession decision. Given 
that most SSA society see the family business as a property to be inherited after the founder-
CEOs step aside, inheritance laws and practices from the Quran and Bible, which instead of 
merit-based are gender-based, tend to guide succession decisions. Consequently, sub-optimal 
succession may occur when the most qualified candidates are not appointed to lead the family 
business.   
Legal pluralism. Colonial law reshaped the social life of SSA villages and tribes, and 
as Chanock (1985) points out, for colonial Africa, "the law was the cutting edge of colonialism” 
(p. 4). Legal pluralism, therefore, transcends the amalgamation of European and traditional 
forms of law (Merry, 1988). Regionalism defines how people understand Nigeria’s current 
legal arrangements (Akande, 2000; Oba, 2011). In particular, Islamic law carries dual status 
and interpretations in Northern Nigeria. Before the 1914 amalgamation of Northern and 
Southern protectorates during British colonial rule, uniform laws applied across the Northern 
and Southern protectorates (Olusanya, 1980), until the British decreed that Islamic law be made 
customary (Diamond, 2013; Oba, 2002; Kenny, 1996). In Nigeria, different statutes have 
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defined English law, as “the common law of England and the doctrines of equity” 
(Interpretation Act, 1990). However, as a mirror of accepted use, the Nigerian customary law 
is “the amalgam of customs and habitual practices accepted by members of a particular 
community” (Campbell & Cotter, 2006, p.132), where for example, it does not often consider 
culture in gender equity. Likewise, compared to their male counterparts, discrimination against 
women under the Islamic inheritance law is such that sons receive twice the share of daughters. 
Therefore, as pointed out earlier, the strong adherence to customary and religious laws in Africa 
conflicts with the norm of meritocracy and equity, having two major implications for African 
family firms’ succession decisions (Ogundele, 2012; Bewayo, 2009; Oba, 2002).  
First, the SSA macro-level is characterised by highly concentrated ownership and weak 
legal systems (Oba, 2011; Oluyede, 1992). Nigeria, with over 250 ethnic groups, is considered 
pluralistic, whereby the heterogeneous ethnic character is conflated with ethnicity and 
regionalism, leading to complex legal pluralism. Specifically, each ethnic group has its own 
distinctive customary laws. Paper 2 (Chapter 4) of this thesis confirms that family businesses 
are influenced by transgenerational intentions and succession decisions. An example of such 
customary law is Igiogbe in Mid-western and South-Eastern Nigeria. Igiogbe is a common 
practice that requires the deceased’s principal place of residence (called the Igiogbe) to be 
inherited solely by the eldest surviving son (Itua, 2011; Udo, 2014), so he can discharge his 
customary duties and this function as head of the family. Culturally, Igiogbe “guarantees the 
continual discharge of religious obligations and responsibilities pertaining to the family shrine 
located in ‘the’ Igiogbe where the ancestral staff (ukhuru) is kept” (Oba, 2011, p. 894, my 
emphasis added). Consequently, the practice ensures that a daughter cannot effectively 
discharge these obligations once she “relocates and comes under her husband’s authority” 
(Oba, 2011, p.894). Ola, a founder-CEO, who is a legal practitioner with 28 years’ experience 
explained:   
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A [female and non-first-born] succession that does not accord with custom [such as Igiogbe] of 
the land is unlawful and invalid. Therefore, it can be thrown away. For example, if you [assume] 
that your first-born son is a ‘bad boy’ [unqualified] and you hand the business to your 
daughter… the [bad boy] son can contest such succession decision [in court] and win because 
it did not agree with the custom [customary law of Igiogbe] [Ola]  
Despite the negative effects of Customary and Islamic laws on gender rights relating to 
polygamy and inheritance, this custom has consistently been upheld by the Nigerian Supreme 
Court (Oba, 2011). Conversely, some religious groups have challenged particular international 
human rights norms, such as those concerning strong gender equity that does not consider 
cultural context.   
Paper 2 (Chapter 4) of this thesis shows that deeply entrenched institutionalised norms 
and cultural practices of different SSA countries that exclude daughters and other vulnerable 
and marginalised groups from succession can trigger post-succession psychological responses 
(e.g., daughters abandoning family firms). For example, having been relegated to the 
background as the first-born daughter, Nike decided to quit working in the family business as 
she felt the need to “empower herself”. According to her,  
“More females like myself are also taking up the roles of educating themselves, going into 
business school, building careers... like me, even my father’s company …now say that, if she 
can achieve much without favouritism or anyone knowing her, why can't she be here?  
Complying with customary laws and practices capable of invalidating succession decisions is 
also a sociological problem. The combination of ethnic, religious and legal pluralism has 
enduring sociological effects on founder-CEOs because they have to deal with the ‘stigma’ of 
female and non-first born successions. The two participant texts that follow from male and 
female founder-CEOs capture the effect of exclusion and under-representation in family firm 
leadership, whereby daughters, who are interested in becoming leaders, are denied 
opportunities. Consequently, leading to indifference and disengagement from the family firm, 
My daughter is actually interested, but you know what happens in Nigeria or in Africa. If a 
daughter gets married …she comes under the dictates of her husband and the husband may not 
allow her to feature [prominently] in her father’s business. Except in agreement that she can 
still … go into her father's business if that one [her husband] can help them. [However] your 
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son is always there with you … whatever you have belongs to you, if you [hand the business 
over] to him” [Abdulahi] 
“Sincerely speaking, I don’t have any [succession] plan as at now… because this generation of 
children [potential successors] are not interested in family business. For example, in my 
business, my daughter do not have the same vision or believe in my vision. [Omo] 
These preceding statements epitomise common findings of this thesis, that inheritance and 
family business are not distinguished in most SSA countries where family businesses are often 
regarded and treated as a personal property to be shared among the incumbents’ children. 
Likewise, no clear line is drawn between management and ownership (see Chapter 4, Sub-
section 4.6.2).  
Second, the weak legal systems (Oba, 2011; Oluyede, 1992) and weak institutional 
structures and mechanisms for enforcing contracts (Khanna & Palepu, 2004; Khanna & Palepu, 
2006) invariably ensure that the founder-CEO’s decision to keep control in the family is shaped 
by the legal environment (Burkart, Panunzi, & Shleifer, 2003). Although this argument cannot 
be statistically supported, SSA history is replete with founder-CEOs losing their businesses 
after appointing non-family members as successors or bringing in outside investors to improve 
the viability and performance of their businesses. In most cases, no quality legal protection 
exists for such investors, founder-CEOs and businesses. When legal protection of shareholders 
is moderate, the founder-CEOs can surrender leadership and/or control to non-family members; 
however, the founder-CEOs and/or their family should remain the larger shareholders (Burkart 
et al., (2003). Weak shareholder protection in sub-Saharan Africa predicts a negative 
relationship between ownership concentration and investor protection, particularly where the 
founder-CEOs’ ability to control and ensure that management stays within their family is 
always high. Indeed, “when the prevailing legal system accords low shareholder protection, 
such that ownership and control becomes inefficient” (Hewitt, van Rensburg, Ukpere, 2012, 
p.11868), intra-family succession and nepotism are considered as “a rational and efficient 
choice” (Sharma, 2004, p. 19). Jide, argued that, 
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Strangers [non-family members], regardless of how good they are, once you are dead, they will 
turn against you. We have seen many such cases, both here (in Nigeria) and other places (in 
sub-Saharan Africa).  
Given the above, weak legal systems and weak institutional structures in sub-Saharan Africa 
implicate succession decisions that result in nepotistic tendencies and incumbents’ desire to 
retain ownership within the family. However, because the family-firm idiosyncratic knowledge 
is a competitive advantage (Lee, Lim & Lim, 2003), of which the founder-CEOs are not willing 
to easily let go, when ownership and leadership are retained within the family, the family tends 
to gain significant reputational and non-pecuniary benefits. This is further discussed in Section 
3.32, 3.4.3, and Paper 5.  
 
3.2.3 Economic and political factors.  
Until the early 1960s, most of sub-Saharan Africa remained as European colonies 
(Gann, Duignan, & Turner, 1969). With few exceptions, indigenous Africans did not 
participate in entrepreneurial activities during this period (Akeredolu-Ale, 1973). Instead, they 
laboured on European-owned agricultural farms and in mines where government-controlled 
companies or non-indigenous men, mostly Indians and Lebanese, managed the exporting and 
importing (Bewayo, 2009).  
This era originated socialist philosophies in most African governments because the 
Western donor community pressured them to liberalise their economies. Subsequently, while 
privatising state-owned enterprises provided opportunity for African entrepreneurs, the highest 
bidders were mostly foreign companies or non-indigenous Africans (Europeans in South 
Africa, Indians in East Africa, Lebanese and Syrians in West Africa), who purchased most 
businesses. With few indigenous Africans able to purchase profitable, privatised state-owned 
businesses (Bewayo, 2009; Schatz, 1996), most of them were completely excluded, and left to 
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take over highly competitive activities such as transportation. Yet, to accommodate their 
extended families, some simply turned to speculative trade.  
Essentially, the 1980s marked the beginning of entrepreneurship within indigenous 
Africans. As such, most African-owned business have not lasted through generations. As 
discussed next, while economic liberalisation has led to globalisation of African economies, 
African entrepreneurs face corruption because they work in both institutional and socio-cultural 
environments inherited from their former European masters, where for example, indigenous 
people stealing from their colonial rulers was seen as a noble form of resistance. These 
countries made little effort to change those determinedly unimpressive practices once they 
gained independence. Until today, these have fundamentally influenced practices regarding 
succession and how family businesses are organised and managed (Acquaah, 2016).  
 
3.2.4 Institutional and socio-cultural environments.  
Institutional perspective: The entire SSA environment has been depicted as a double-
void context (Ofori-Dankwa & Julian, 2011; Sam, 1998; Akeredolu-Ale, 1973), because: (1) 
the economies generally have weak institutional structures (George, Corbishley, Khayesi, 
Haas, & Tihanyi, 2016); and (2) low levels of production result from inadequate organisational 
capabilities and human resources (Bewayo, 2009). Consequently, many SSA family firms lack 
sufficient managerial and technical skills. At the macro-level, corruption is widespread and 
arbitrary in the economic and business environment because regulatory bureaucratic and 
political interference are excessive (Acquaah & Eshun, 2010; Orole, Gadar, & Hunter, 2014). 
Because the current challenging and continually evolving business environment suggests that 
the survivability of family businesses depends largely on effective and efficient succession 
planning (Orole, et. al, 2019), we can assume that the unstable institutional environment affects 
organisational decision-making, in this instance, founder-CEOs’ succession decisions. The 
 59 
 
unstable environment and government regulations have led a preponderance of family business 
owners not having succession plans. For example, Lateef, who owns a retail business, indicated 
that,  
I don’t have any plan as at now… because of both internal and external reasons... For external 
reasons, you will notice that in Africa, government policies are against family businesses. For 
example, look at where we were occupying before …, suddenly, a government policy came and 
they have to clear [destroy] the whole office, meaning that we have to relocate. This sure is bad 
for business. If I had had a program to do something, suddenly, government policy can destroy 
it. Therefore, we do not have succession plans. It’s not only me; most of the companies don’t 
have any succession plan. 
 
Socio-cultural perspective. The combination of collectivism and extended family system is 
deeply immersed in the SSA cultural system (Acquaah & Eshun, 2010) because it determines 
societal values and influences family firms’ succession decisions. The collectivistic culture 
engenders strong interpersonal relationships and networks (Acquaah & Eshun, 2010), and 
strong altruism toward the family (Jenssen & Kristiansen, 2004). However, the result of the 
extended family system, in which succession is not properly planned is confused. Following 
the exit of the founder-CEOs’ sibling rivalry and subsequent conflict and/or disagreement over 
how the business is managed, distributing responsibilities and leadership could be difficult 
(Friedman, 1991). Further, the extended family system particularly implicates succession 
decision as the traditional African family firms function as a “mutual aid assistance society” 
(Codjoe, 2003) where family members are obligated to help each other, and are expected to 
receive similar assistance when needed (Acquaah, 2016).   
Given that the succession decision is an emotional, complex and biased cognitive process 
(Liu, Eubanks, & Chater, 2015), social network (relationship) becomes problematic when they 
implicate social obligations (Acquaah & Eshun, 2010). Traditionally, founder-CEOs are 
expected to provide jobs to the extended family members and assist them financially. However, 
I assume that extensive social obligations decreases the founder-CEO’s autonomy, as they are 
bound to consider certain extended family members during succession planning. Regardless, 
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they still have to deal with operating in the business’s best interest by resisting hiring an 
unqualified relative.  
 
3.3 Meso-Level Factors 
Until recently, much research on family firms has focused on the individual or group 
levels (Garcia et al., 2019; Gagné, Sharma, & De Massis, 2014), attending less on firm-level 
phenomena and activities that make up the particular environment that link family members 
and external factors which, in turn, facilitate or inhibit family firm longevity.  Consequently, 
given that succession decisions primarily lie with the founder-CEOs, I examine 
occupational/sectoral experience, idiosyncratic knowledge, and founder-owner sophistication 
(level of education, firm size, and firm age), which is specifically relevant to our 
conceptualisation of why traditional succession persists in SSA family firms.  
 
3.3.1 Occupational/sectoral and managerial experience 
The debate on how managerial functions are performed suggests that unlike men’s 
masculine managerial style, women tend to adopt participative leadership style (Deaux & Kite, 
1993; Heilman, 2001; Sigh, Reynold, & Muhammad, 2001; Vial, Napier, & Brescoll, 2016). 
Drawing upon role incongruity theory, gender stereotype research reveals that men identify 
more with agentic qualities (e.g., assertiveness and instrumentality), while women are 
associated with communal qualities (e.g., such as selflessness, warmth, gentleness) (Deaux & 
Kite, 1993; Heilman, 2001). Although agentic qualities are perceived as necessary in most 
occupations, I presume that communal qualities would be more related to characteristics of 
successful family firm business leaders.  
I believe that traditional masculine managerial style not only explain why most 
businesses do not outlast their owners, but also may be less effective in SSA family firms. 
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Daughters’ occupational and developmental experiences and greater ability to build and sustain 
relationships qualifies them as potentially effective family business leaders. This is consistent 
with previous research on occupational (and gender-role) stereotyping, which suggests that 
women are more self-confident, flexible, tolerant and careful in operating the family business 
(Sigh et al., 2001). Hence, women’s participative leadership style and acquired knowledge 
gained from other occupations and their life experiences could be useful in managing 
organisations such as family firms. 
In this thesis, I contend that occupational and sectoral experience is positively related 
to transgenerational intentions in family firms. Although women and men may demonstrate 
significantly different priorities and productivity, more recent studies (see Welbourne, Neck, 
& Dale Meyer, 2012) suggest that, given the same context there is no difference in the degree 
to which men and women acquire occupational experience. This is because “occupational (and 
gender-role) stereotyping comes about through cultural conditioning and the socialisation of 
men and women” (Mueller & Dato-On, 2008, p. 5). Hence, women’s occupational experience, 
which involves marketing, production and family business, in principle, benefits the managing 
of family firms (Lee, Lim, Pathak, Chang, & Li, 2006). Because most women and men 
demonstrate significantly different priorities and productivity, I presume that women 
occupational experience affords them with the required practical expertise for managing family 
business activities. Given the defined context, it would be reasonable to assume that female 
management may be better in SSA family firms. Since participative leadership and acquired 
knowledge from women’s private lives have proven useful in organisational management, I 
believe their interactive, cooperative, supportive, and transformational managerial skills are 
likely to produce better outcomes (e.g., altruistic and spontaneous unrewarded organisational 
citizenship behaviours) than men. 
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3.3.2 Idiosyncratic knowledge 
I pointed out earlier that founder-CEOs succession decisions depend on many factors, 
which include relevant and specialised knowledge of the business. The idiosyncratic 
knowledge of how family firms compete, operate, and survive in post-colonial African socio-
cultural environment have been relatively understudied in a developing economy (George, et. 
al., 2016). Consequently, I believe that the continuity of a family firm largely depends on the 
extent of such knowledge possessed by the next-generation members. Likewise, the ability to 
preserve the predecessor’s knowledge particularly influences the multi-stage succession 
process (Mazzola, Marchisio, & Astrachan, 2008). Because family firm idiosyncratic 
knowledge is by nature individually specific (Lee et al., 2003; Castanias & Helfat, 1991, 1992), 
it is mostly accessible only to potential successors and a few selected organisational members. 
Further, the degree of idiosyncratic knowledge possessed by the next-generation members 
determines their succession intentions, in this instance, desire to pursue a career within the 
family business. This importance (Lee et al., 2003; Barach, Gantisky, Carson, & Doochin, 
1988; Blau, 1964; Emerson, 1976), and as revealed in Paper 2 (Chapter 4) of this thesis, 
emphasises the call for the next generation to be groomed to acquire this knowledge through 
mentoring, in the form of continual interaction with the incumbents (Blau, 1964; Emerson, 
1976). For example, a founder-CEO with succession plans in place described his son 
[designated successor] as his best friend.  
“…I’m grooming my last born son. He is [currently] in the university and I made sure I did not 
just put him into any university. I put him in a [business focused] private university … where 
he can have adequate attention and be well groomed. In addition, I monitor him myself. During 
the holiday, he spends his time in this office. I put him through all the rudiments, because I 
could see that among my children, he is the one that is interested. [Henry] 
Family firm idiosyncratic knowledge implicates incumbents’ succession decisions and next-
generation members’ engagement because, without them, operational capacity and strong 
decision-making is significantly reduced (Abrahamson & Goodman-Delahunty, 2014). 
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Likewise, little idiosyncratic knowledge creates a duplication of effort, resentment and 
animosity within organizations. Therefore, it would be reasonable to assume that, when next-
generation members perceive themselves as lacking tacit and implicit knowledge of how the 
family business functions, their propensity to seek a career in, and take over, the family 
business is significantly reduced.  
“One of the ways I got my son interested in the family business was to introduce him to its nitty 
gritty at an early age. My second born son was 13 years when he joined the company, working 
side by side with me. He quickly became acquainted with the company through a gradual 
process. As my business required specialised skills, my son’s choice of course of study tallied 
with what I wanted. While most of his trainings were informal, the cardinal aspect of what I 
taught him was the principles of honesty, hard work, and faith in God” [Goodluck] 
Following crucial findings in this paper and Paper 2 (Chapter 4), Paper 3 (Chapter 5) of this 
thesis on mentoring process in FOBs deals explicitly with idiosyncratic knowledge and put 
forward 12 propositions for future scholarship. 
 
3.3.3 Founder-owner sophistication: Firm size and age, and educational level  
The three sub-systems of family, ownership, and management (Kenyon-Rouvinez & Ward, 
2005) calls for a clear understanding of each sub-system’s dynamics (Bewayo, 2009; Poza, 
2013), and portend that the sub-system changes over time, with size and age (Kenyon-Rouvinez 
& Ward, 2005). While SMEs are defined based on assets and number of employees in Nigeria, 
the criteria is more straightforward in countries like Australia, where SMEs are categorised as 
micro enterprises (1-4 employees), small enterprises (5-19 employees), medium-sized 
enterprises (20-199 employees), and large-sized enterprises (200+ employees) (Small Business 
Association of Australia, 2015). Therefore, it is reasonable to assume that succession decisions 
tend to be more complex with the size and age of the business. Management processes are also 
different between younger family firms with 5- employees and larger older family firms with 
100- or 500- employees. For example, small businesses are more likely to formulate specific 
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and a more detailed succession plans than micro-businesses (Lussier & Sonfield, 2015). This 
is particularly important, because most SSA family firms are relatively small. However, there 
is a paucity of family business research, to my knowledge, on intergenerational transfer of 
ownership and management contingent on family firm’s age and size.   
Gersick, Gersick, Davis, Hampton, and Lansberg (1997) propose that conceptualising 
family firm ownership involves three stages: controlling ownership, sibling partnership, and 
cousin confederation. In controlling ownership, especially in most new family firms, the 
founder-CEO has personal power over ownership decisions. Given that the controlling owner 
has between 51 per cent and 100 per cent of the voting power (Kenyon-Rouvinez & Ward, 
2005), s/he is free to unilaterally make major decisions, including that about succession, which 
affects the continuity and profitability of the business. The monopolistic and/or totalitarian 
ownership has its pros and cons: where decisions can be quick, it can also be flawed. For 
example, while decision responsibility may be clear to the founder-CEOs, the next-generation 
members may feel alienated on vital matters that affect their career choice. A founder-CEO 
explained that succession decisions depend on the type of business. He argued,  
When you talk of businesses in this part of the world [Africa], the type of businesses we have 
are mostly ‘eat and go’ [for sustenance] businesses. Therefore, if your son [first-born sons] 
grow up, he may not even be interested in the family business. Therefore, the issue of who takes 
over may become irrelevant … You are comparing succession in Australia and the Western 
world with what we have in Nigeria [family businesses]. It does not work like that! It is quite 
different! [Livinus] 
The ‘eat and go’ (sustenance) businesses, which  Livinus refers to, operate for the purpose of 
‘stomach infrastructure’, which predominantly relates to people’s survival. This is crucial 
because, he who does not consume food will not have the energy and zeal to think or plan 
business succession. Given that the ‘eat and go’ family businesses operate solely for the 
purpose of sustenance, they are more likely not to have systems, structure, and processes for 
operation let alone succession plans.  
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Sibling Partnership is most common among brothers and sisters or a team co-owning 
the business (Gersick et al., 1997). Unlike the monopolistic ownership in controlling 
ownership, sibling partnership assumes an oligopoly of power, where decisions are by a partner 
agreement. This implicates succession decisions. While the relationships can be intense and 
volatile, the heterogeneity among the team can engender commitment and positive succession 
decisions. However, given that decisions are made by consensus, a sibling partnership can also 
cause an impasse. Indeed, probable conflict can threaten the social network among the siblings, 
trigger expensive exits by team members, and eventually cripple the business (Liu et al., 2015).  
Following intergenerational transfer, family-firm ownership will likely become 
fragmented, especially with when non-family members are involved. This form of dispersed 
ownership, which is common in developed countries, exemplifies Cousin Confederation. 
Given that no-one has full ownership, the stakeholders tend to collaborate and make decisions 
democratically (Kenyon-Rouvinez & Ward, 2005), in that a chain is no stronger than its 
weakest link. Accordingly, to ensure that decisions are efficient, cousin federations are required 
to develop rules and processes.  However, cousin federation may come with problems. At this 
stage of ownership, family firms usually take less risk and become less entrepreneurial. In a 
cousin federation, a donkey is a horse designed by a committee because stakeholders have to 
deal with multiple compromises on the possibility of conflicting and poor opinions. Further, 
considering that bold alternatives are fewer, some cousins can easily become people-pleasers 
as they strive to gain a majority of consent by agreeing, even if they disagree with a decision.  
Because leadership succession and implementation is immature among SSA family 
firms, most of them can be categorised as a controlling ownership or, as described above, the 
“eat and go” firms. Regardless of this categorisation, for a successful transition, family firms 
must intentionally commit to an implementable succession plan. Unsurprisingly, however, a 
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preponderance of the SSA family firms I investigated do not have a (complete) succession plan 
that nominates a potential successor.  
“Sincerely speaking, I don’t have any [succession] plan as at now… because this generation of 
children [potential successors] are not interested in family business. [Charles]  
Thinking about these three stages of ownership implicates human resource management in 
family businesses in two ways. First, the clarity of the decision-making to the owning family 
and the founder-CEOs means that s/he can prepare for the next stage of transition by 
intentionally planning their next-generation options. By contrast, having been accustomed to 
the existing power structure, founder-CEOs may fail to prepare adequately for the next stage 
of transition. Second, the age and size of SSA family firms which are mostly micro-, small-, or 
medium-sized, mean that most of the businesses fall under the controlling owner (Stage 1). 
Because ownership is monopolistic, founder-CEOs are patriarchal (Bewayo, 2009; Kenyon-
Rouvinez & Ward, 2005), and tend to base their decisions on personal preferences, instead of 
on meritocracy and competence.  
In this research, founder-CEO sophistication consists of the level of education, 
occupational and sectorial experience of the family business owner. It may as well include the 
type of business and the level of founder-CEO’s experience and exposure to Western 
influences. [See Paper 2, (Chapter 4) of this thesis, Sub-section 4.6.3 on key findings and 
implication for succession decisions in SSA family firms]. 
 
3.4 Micro- Level Factors 
As indicated earlier, the micro-level involves a particular environment that encapsulates 
individual and family level interaction, and social practices that influence family business 
succession (Müller, Botero, Cruz, & Subramanian, 2018). At the micro-level, shareholders 
comprise “any group or individual who can affect, or be affected by, the achievement of 
organization’s objectives” (Freeman, 2010, p. 47).  Given their relevance to our understanding 
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of founder-CEO’s succession decisions in SSA family firms, I examine three contributing 
factors:  family structure, birth order, and incumbents’ desire to perpetuate a legacy.  
 
3.4.1 Family structure. 
As indicated earlier, one of the defining characteristics of a family firm is its 
transgenerational intention, which involves family-firm perpetuation, that is, ownership is 
successfully transferred to the next generation. Therefore, I believe that any attempt at 
understanding family business succession in sub-Saharan Africa must examine the family 
system. For example, I suggested earlier that the inheritance system in sub-Saharan Africa 
determines the number of persons involved in succession planning (Sam, 1998) because 
traditional SSA extended families are often polygamous (Mallum, 1986).    
Extended families are the backbone of the social system in sub-Saharan Africa 
(Acquaah, 2016), where the family is like “a cob-web which no matter at which angle or spot 
it is touched, vibrates to the centre” (Obayan, 1995, p. 254). Despite the diminishing role of 
the extended family in urban areas, it remains a strong tradition of mutual responsibility 
(Obayan, 1995). I conceptualise that the extended family system, whether collaterally (e.g., 
through grandparents or grandchildren) or by marriage is capable of influencing founder-
CEO’s succession decisions. For the most part, founder-CEOs receive financial and moral 
support from their relations before and during the formative stages of their entrepreneurial 
engagement. Because the principal sources of capital in first-generation family firms are sweat 
equity by the family members (Gersick et al., 1997), founder-CEO’s freedom in many African 
societies is often as preferred by the family. Thus, founder-CEOs are accountable to the 
family’s unwritten constitutions and collective goals (Obayan, 1995). Polygamy produces 
multiple heirs, which tend to complicate the social network dynamics within a family where 
founder-CEOs have to manage the many challenging social issues that emanate from the 
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siblings or other family members’ fallouts. Because we lack empirical knowledge about the 
relationship between intergenerational continuity and multiple heirship in SSA family firms, I 
suggest that family structure and the number of potential successors predict founder-CEOs’ 
succession decisions. Therefore, I believe that family business research should specifically 
address how combining family structure, multiple heirship, and extended family system (EFS) 
influence daughters’ and non-first-borns’ succession.   
In this thesis, I assume that polygamy and multiple heirship affect role identity and 
arrogation, and thus, for two reasons, tend to accentuate the pressures to divide the business 
once the founder-CEOs exits. First, polygamy affects the family-firm operation as it forces 
family businesses to employ siblings and those from the extended family (Acquaah, 2016; 
Ogundele, 2012). Consequently, it thus explains why very little successful intergenerational 
business is transferred in sub-Saharan Africa. For example, siblings from polygamous families 
often disagree on business continuity, especially once the founder-CEOs exit (Bewayo, 2009; 
Kiggundu, 2002). Rivalry between the siblings and multiple spouses complicates the most 
suitable succession (Ogundele, 2012). For example, while stressing the importance of having 
a succession plan, Andrew, a medical director with a nuclear family and implementable 
succession plans exemplifies family business that fails because multiple heirs could not agree 
on the business perpetuation  
There is a neighbour here since their father died, they have suspended their productions because 
the man was a polygamist and he married three wives. As soon as he died, his wives and 
children have been quarrelling and fighting over who takes over the management of the 
business. He had no succession plan because he believed that, according to Igbo tradition, his 
first son would have taken over. Sadly, all his children are now dragging [it], claiming that they 
all have equal right in the business, since they are all sons.  
Second, when family business succession burdens multiple heirships with an indivisible family 
business, operational problems and founder-CEO’s decisions tend to generate pressures that 
ultimately defeat smooth succession planning. While multiple heirship means that at least one 
of them will be qualified to take over the family business (Kenyon-Rouvinez & Ward, 2005), 
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the SSA experience suggests that succession decision-making is less complicated in the 
absence of multiple heirship. This occurs because founder-CEOs are able to prevent conflict 
and develop a more equal ownership selection process. Andrew expressed that 
Many of the businesses in our environment here have collapsed. We have businesses that 
thrived in the 50s, 60s that are no more today. This factor [polygamy] killed those businesses 
due to multiple wives [and children]. For example, the man that sold this place [medical facility] 
to me was very popular in the 60s, 70s, 80s, even 90s, but the business is no longer in existence 
[today]. To avoid conflict, the assets, including many buildings and other properties were 
shared among the wives and children. The business itself has gone! [Andrew] 
Ola, a lawyer who himself was in a non-nuclear family stated; “The polygamous state or nature 
of our lifestyle has a lot of adverse effect on the future of our business and even succession in 
particular”. To support his points, he provided multiple real-life experience that   
The children of the first wife may not do well but the children of the second or third [wives] 
may be the ones that are serious. If the man decides to handover the business to those ones, 
there will be crisis as the first wife and her children will cry foul. If you go to TV Road here in 
Benin City, there are buildings there that were burnt down because of inheritance and [family] 
succession issues. The big hotels were torched … and have been taken over by weeds and trees. 
In fact, they [multiple wives and children] fought and some were killed. They went there to 
shoot guns. Not only killing themselves, some went diabolical. They ended up harming 
themselves physically.  
As is shown in Paper 3 (Chapter 5) of this thesis, the effect of polygamy will possibly be 
lessened in SSA family firms if communal relationship defines family relationship: “Maybe 
there are some people in polygamous settings who are able to control their homes; especially 
their wives … I think it comes down to how you train your children” [Akeem]. To support this 
claim, Adaeze, another participant referenced the Yinka Folawiyo Group, which is  a 
diversified Nigerian industrial group founded by the late Chief, Wahab Iyanda Folawiyo, the 
first Baba Adinni of Nigeria in 1957. His offspring and professional managers currently 
populate his businesses. Although I was unable to interview the current CEO, Tunde Folawiyo 
or anyone else in the family, Adaeze, who knows the family personally stressed that those who 
found themselves in polygamous marriages should be able to groom all their children so he 
knows what the children are good at.   
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An example is the …Folawiyo family.  They are able to succeed their father's business and hold 
it very strong …even better than the father because of a strong family values, which brought all 
the children together. Despite having different mothers, they do not see themselves as from 
different mothers. They see all the mothers as their mother and see all the children as brothers 
and sisters. They also have a huge respect for the head of the family, which is the first-born son. 
[Adaeze] 
In the same vein, a participant in a polygamous relationship believes that the effects of 
polygamy in Africa are exaggerated, especially in family business succession. According to 
him,  
When you talk about multiple wives, it's almost the same as having more than one child, so I 
think that sentiment should be put aside. You are the person that have been with these people 
almost all their lives, so you know their capabilities, and who can possibly perpetuate the 
business. 
 
3.4.2 Birth order and role identity 
In this thesis, I believe that the enduring question of why more females do not take over 
family businesses in sub-Saharan Africa can be addressed by the understanding derived from 
the combination of birth order and role identity (Schenkel, Yoo, & Kim, 2016). Succession 
decision based on birth order is not peculiar to Africa: European tradition and laws historically 
established that following the death of their parents, firstborn sons were expected to inherit and 
manage the family land, and non–first-born sons were expected find occupation elsewhere 
(Schenkel, et al., 2016).. However, in the West, birth order has been perceived as a determining 
factor for occupational roles. While meritocracy, in recent times, is fast displacing traditional 
patterns of succession, birth order (and hierarchy) continue to play a major role in 
transgenerational intention within family businesses (Schenkel et al., 2016). This is particularly 
concerning, given that most SSA families are guided by a strict system of seniority and 
hierarchy importance (Elliott & Gray, 2000; Fadipe, 1970) and the relationships within the 
family are rigidly established according to such rules, which define roles and functions.  
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Given the difference between career assignment and who is selected to take over the 
family business, family members’ role identity vary according to systematically related 
founder-CEO’s succession decisions. The first-born, and non–first-born, child experience 
differ according to how they develop during their formative years (Steelman, Powell, Werum, 
& Carter, 2002). Because non-first born son’s role identity is likely related to their attempts to 
be differentiated from their first-born son counterparts (Schenkel et al., 2016), I predict that 
succession decisions are influenced by different developmental experiences and thus 
differences in how they internalise their roles. As shown below, despite their intentions to be 
instrumental in playing leadership role in both the family and business, first-born sons are 
potentially negatively affected, due to consequent complacency and indifference in 
perpetuating the family business. Below is the example of Goodluck, who groomed his three 
children for leadership position in his business. He described his succession strategy as a “trial 
and error” after he failed to hand the business to his daughter. He describe his second attempt:   
I have closely involved two of my children [the first and second born sons] in the business with 
the hope that they will be taking over from me. However, the first-born son has not been 
responsive enough. Even though I made him the Managing Director since 2006, he has not 
measured up to what I expected of him. Therefore, I set up another branch of our business [the 
same motor business] for him to manage. I have given him 3 years with capital, with everything 
to perform and prove himself and appreciate what I have been telling him here, if he may be 
able to see the quality of my advice, which he appears to be resisting. He is happy to be 
independent but I have warned him that his performance there will dictate how he moves in the 
organization. On the other hand, the younger brother one is the Managing Director of... He 
became the Managing Director about 3 years ago and he is doing fantastically well. I have no 
problem with him. He takes up responsibilities and works very hard. He is doing very well.  
Goodluck’s decision to hand the business over to the younger son was based on the perceived 
incompetence of his first-born son. His strategy seems to be successful, not only in helping to 
prevent post-succession conflict among sibling, but also in identifying talented succession. 
Birth order difference among founder-CEOs’ children could determine their willingness to 
distribute leadership. The degree of mutual acceptance of individual business roles also 
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influences next-generation members’ willingness to lead the family business and/or their 
willingness to accept leadership role.  
My elder brother is a medical doctor, who currently runs his own practice in the United States 
and he is quite happy with doing what he is doing. He has no interest in coming to work in the 
family business. Therefore, in terms of culture, that is prevalent in Nigeria where the first born, 
the first son in particular is the one that dictates what happens, I was fortunate enough not to 
have been born into such environment. …my parents have always looked at all the children as 
equal regardless of the culture and context from where we come from. They have always 
considered all the children as equal, distributed shares already to all the five children - everyone 
has equal shares [including those not directly involved in the business]. For those of us 
(including two of my sisters) that are in the business, we have added benefits, which includes 
our salaries and bonuses. [Dele] 
The above is a case of a founder-CEO whom I described as sophisticated in Paper 2 (Chapter 
4) of this thesis, Sub-section 4.6.3. Further results in this paper revealed that not many SSA 
family business owners think similarly. Dele, a second-born son, who was recently appointed 
to lead an engineering company of almost 200 employees, affirms that,  
It just so happened that this is the way it turned out to be, in the sense that I happened to have 
studied engineering and the first child [my brother] studied medicine. Therefore, engineering 
is the channel. Studying medicine cannot give him the platform to express himself (skills) in 
the family business [given that the business is an engineering business that required specialised 
skills]. [Dele] 
Despite a differing background resulting from being little interested in the business, Dele 
acknowledged the strong support from his family members and especially his older brother, 
whom he described as someone that everyone looks up to for leadership.  He explained:  
I think he gives his support, as it is required. If I go to him with a challenge, or we are discussing 
[informally] and I raise an issue, he will always offer suggestions and ideas to try [for me to] 
out. This arrangement is not in terms of something structured. We do have family meetings for 
business and during this family meetings, he [also] gives his opinion and suggestions, he looks 
at the [business] performance of the company and he gives insightful input … only at that 
[family meeting] level. 
The term identity is used varyingly to refer to a culture of people and to “individuals identifying 
with a social category” (Schenkel, Yoo, & Kim, 2016). However, I use it in this dissertation to 
connote “parts of a self-composed of the meanings that persons attach to the multiple roles they 
typically play in highly differentiated contemporary societies” (Stryker & Burke, 2000, p. 284) 
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or role identity. Role identity, therefore, “represents the cognitive abstraction of features, 
meanings and expectations of a role” (Schenkel et al., 2016, p.384). In this thesis, I 
acknowledge birth order as a multi-faceted construct of traditional succession patterns. Indeed, 
instead of being an absolute determinant, role identity only influences (Shulman & Mosak, 
1977), although its interaction with other variables like primogeniture helps in establishing a 
dominant position in the family (Bradley, 1982). In describing sibling’s personality 
characteristics and the effects of birth order, Shulman and Mosak’s (1977) summarised Adler’s 
(1964) classic description as:   
1) Children of the same family are not born into the same environment. The second child is born 
into a different psychological situation than the first. 2) It is not the actual order of birth, but the 
psychological situation that is important. If the eldest is feebleminded, the second may assume 
the role of a first-born. 3) Marked differences in age between siblings tend to reduce competition 
between them. (p. 114)  
Drawing on the psychological perspective, birth order studies thus extend the kinship logic to 
family firm members’ behaviour, suggesting that children could develop differing personal 
career interests and affective commitment toward family business participation (Sharma & 
Irving, 2005; Matthews & Moser, 1996). Specifically, birth order fosters different personalities 
that leads to next-generation members adopting different strategies for achieving parental 
acknowledgement in the family firms (Sulloway, 2001). Contrarily, sociological research 
suggests that persistent social pressures with their founder-CEO-parents means that first-born 
sons bear a disproportionate responsibility for succeeding as business leaders. Therefore, I 
suggest that, when role identity has an overly internally-orientated focus (Schenkel et al., 
2016), it inhibits non-first-born children from identifying with the family business, and 
subsequent willingness to pursue new opportunities outside the family firm. The case of Dele 
and his family further reveals how birth order influences role arrogation, in particular, founder-
CEO’s succession decisions in family firms.  
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3.4.3 Desire to perpetuate a legacy.  
Entrepreneurial legacy, which Jaskiewicz, Combs, and Rau (2015) defines as a family’s 
“rhetorical reconstruction of past entrepreneurial achievements or resilience” (p. 1) implicates 
family business succession research. It motivates incumbents and next-generation members to 
engage in strategic actions that foster transgenerational entrepreneurship (Barbera, Stamm, & 
DeWitt, 2018; Burton & Beckman, 2007; Jaskiewicz et al., 2015; Marquis & Huang, 2010). In 
particular, it provides an environment that offers founders “purpose and meaning for making 
personal decisions that benefits succession outcomes” (Jaskiewicz et al., 2015, p. 18). In family 
businesses, most founder-CEOs derive their sense of pride and identity from them (Sharma & 
Irving, 2005; Rosenblatt, et al., 1985;) because they provide an integral centre of activity in 
their lives (McGivern, 1978).  
 Entrepreneurial legacy not only explains traditional succession patterns but also 
indicates why intra-family succession remains the preferred succession in SSA family firms. 
Before stepping aside, a reflection of founder-CEO’s intention to perpetuate a legacy that may 
not necessarily align with business performance can colour their succession decisions.  
Therefore, Jemi, who owns a ticketing and money exchange business argued that, 
What business owner should do is to train carefully somebody from his family that will take 
over from him... It is not your manager or your secretary or even your business partner. They 
cannot. …business owners should indoctrinate as early as possible somebody (within their 
families) … into that business so that when he or she dies, there will be continuity”. 
The literature suggests that family firms have “a relatively high degree of intentionality of 
commitment to achievement and perseverance that derives from individual and/or family pride 
and family tradition” (Davis, 1982, p. 11). As such, I presume that family narratives about past 
adaptive capacities and entrepreneurial accomplishments can connect next-generation 
members to a rich history that defines their identities (Barbera et al., 2018). Any such narratives 
that explain transgenerational entrepreneurship implicates family firms and succession 
research (Burton & Beckman, 2007). This occurs because learning the history of the family 
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and the business provides a sense of ownership (Kenyon-Rouvinez & Ward, 2005) that could 
stimulate next-generation members’ engagement, particularly as it relates to their interest in 
pursuing a career within the family business (Dhaenens, Marler, Vardaman, & Chrisman, 2018; 
Sharma & Irving, 2005). Given this, Zach believes that,  
[In] building a legacy that will outlive you as a CEO … grassroots and foundational experience 
is crucial as the next-generation needs to know about how the success story [of the business] 
was written… he needs see the script and be part of the process. [Zach]  
Paper 3 (Chapter 5) of this thesis suggests that revealing the script to the next-generation 
member is not restricted to the success story alone. The grassroots and foundational experience 
that Zach referenced could comprise challenging experiences and not necessarily success 
stories. Paper 3 (Chapter 5) highlights some specific ways that founder-CEOs could stimulate 
next-generation members’ interest to help perpetuate the business legacy. 
When the desire to perpetuate a legacy is lacking, founder-CEOs will be reluctant to 
nurture and prepare the next generation for leadership roles (Barbera et al., 2018; De Massis, 
Chua, & Chrisman, 2008; Jaskiewicz et al., 2015; Mathias, Williams, & Smith, 2015). A recent 
study by Barbera et al., (2018) categorised entrepreneurial legacy as founder-CEOs’ desire for 
a better life for the family (e.g., independent visionary, hardworking provider, and enjoying the 
fruit of labour); protection of key assets (e.g., by saving the family business, growing 
conscientiously or mentoring the next generation); and taking a quality product to the world 
(e.g., by maintaining quality, growth and breaking free, and engaging with community). Until 
founder-CEOs are convinced that the above concerns are genuinely addressed, they will be 
reluctant to hand over the reins of leadership. A founder-CEO explained,  
In this black side [Africa], we believe that when you allow women to take over the business, it 
is as if you have lost the business. Because once she … get married, that person [the husband] 
now will be the head of your business and the name [surname] your daughter will answer [will 
be] the name of her husband. Gradually, you are transferring ownership of your business [and] 
everything out. Therefore, we prefer to allow our children, either the first son or the man in the 
house to take over to elongate the life of our business and when we are no longer there, our 
names will still be there - our business will still run in our own name. [Mandela] 
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Future research needs to specifically examine how founder-CEOs’ legacy perpetuation 
influences their succession decisions (Jaskiewicz et al., 2015). Accordingly, these authors 
asked in particular, how do incumbents’ desire to perpetuate a legacy influence their succession 
decisions? They also asked, “how possessing an entrepreneurial legacy interacts with 
succession, are children who inherit an entrepreneurial legacy more likely to return home”, 
and, is there an increased possibility of seeking careers outside of the family business? Andrew, 
a medical doctor, who is a general practitioner, believes that getting children to participate in a 
family business could be challenging, especially if they study overseas. He explained that,  
You cannot compare the environment here [Nigeria] to the environment over there…, it is quite 
different and that is where they were trained. Therefore, to come back is difficult… [For 
example], I have my own son that went to study Medicine in the United States of America. 
When he was leaving, I had double mind, believing that he may not come back. I asked him a 
question, whether he is going to come back. Until now, there is still no guarantee because he 
wants to specialise in neurosurgery.  
However, I caution that family businesses should primarily not be seen as a legacy because our 
understanding of a legacy in sub-Saharan Africa can be interpreted varyingly. For example, a 
the participants in this thesis’s research mostly provided a very narrow meaning of a legacy, 
that is, it concerns maintaining their family names. Therefore, rather than adopt other 
succession approaches (e.g., non-family succession or even selling the business when faced 
with a poorly qualified or incompetent children), and a highly idiosyncratic business, they insist 
on helping to protect their names by keeping the business within the family. Family businesses 
(e.g., those mentioned by Zach, Dele, Goodluck, and Adaeze), which are now in their second 
generation believe that family wealth can be a legacy and one of the ways that that wealth is 
expressed is through the business.  
What I see as a legacy is the family wealth and that wealth can be preserved, that wealth can 
grow over generations. That is more of my focus than the legacy of the business. The world is 
[rapidly] changing, things are moving and happening so fast than … to hold onto a business for 
sentimental reasons, unless it is a business that is able to withstand all the changes and able to 
transition. [Dele] 
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Dele, whose business now entails preparing for third intergenerational transfer explained that 
the family business must adapt and transition. He believes that, rather than persisting with 
traditional succession, the founder-CEOs and the family must consider the best way to ensure 
that wealth is being preserved, even if that is better achieved by an outside manager or the 
founder-CEO exiting the business by selling or closing it down.  This is particularly important 
before the business “sucks the life out of all your cash” or having incompetent successors run 
down the wealth.  
 
3.5 Theoretical contributions 
In this paper, I do not set out to challenge the applicability of dominant Euro-American 
intellectual canons that dominate Western scholarship in SSA family firms because they 
explain relevant Euro-American phenomena and experiences. I believe that they remain 
complementary and necessary to enable contextualization in SSA family firms. However, 
considering that the macro-, meso- and micro-level environments examined in this paper differ, 
I assume that Euro-centric knowledge regimentation and paradigmatic Euro-American ideas 
and theory that shape and constrict our debates and scholarly practices sometimes lack reason 
when applied to Africa. As I have done in this Paper, I advocate decolonization of African 
knowledge through smart theorisation. I expect that family business researchers will develop 
sophisticated research-based understandings of SSA family firms and its uniquely relevant 
topics such as succession, characteristics and attributes, business performance and growth, 
governance and interpersonal family dynamics, and management of the firm (Evert et al., 
2016). Because Western knowledge and theories are essentially Euro-American, and are mostly 
grounded in the bureaucratic justification of homogenization and conformity, I believe that 
they should not be rigidly applied to Africa because they are not as relevant to it. Such 
application can over-determine the African conditions and its associated narratives. However, 
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researchers who are interested in SSA family business should consciously consider what 
theories apply to sub-Saharan Africa by using the tools of scholarly scepticism to engage 
theories with experiential, empirical, and scholarly roots elsewhere.   
 
3.6 Practical contributions 
The multi-level factors and their contextualization are relevant for analysing and 
interpreting the nature of family firm’s succession decisions. Although traditional succession 
patterns influence the founder-CEOs’ succession decisions, I established how they reduce 
succession planning effectiveness, and the ease of their implementation. Because the principles 
that underlie these patterns constitute unsuitable mechanisms for intergenerational transfer of 
ownership, I believe that my framework illustrates how scholars might understand how family 
firms in developing economies can adapt traditional cultural patterns (such as primogeniture 
and birth order) to create more efficient, merit-based succession models. Likewise, the novelty 
of exploring women’s (and non-first born son’s) exclusion in family firms’ leadership could 
clarify the increasing number of daughters (and non-first bon sons) who desire to inherit, 
manage, lead, and significantly contribute to their family businesses (Francis, 1999).    
In defining family firms by behaviour, the view that those of sub-Saharan Africa 
incorporate family ownership and control, and a vision for transferring the business to the next 
generation, does not necessarily fit the African family business environment (Acquaah, 2016; 
Acquaah & Eshun, 2010; Bewayo, 2009). Besides, most SSA family firms lack any evidence 
of a vision, let alone a succession plan. In sub-Saharan Africa, family firms are broadly defined 
to include the extended family and multiple complex social obligations (Bewayo, 2009), where 
being subject to the influences of their families, most businesses are operated as the founder-
CEOs’ personal property. Consequently, when “the African family business owner behaves 
much like the patriarch” (Bewayo, 2009, p. 178), the family firm serves their personal interests, 
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which tend to supersede the objectives of maximising profit. Therefore, the collectivistic and 
extended family systems obligate family members to be first in line for employment (Acquaah, 
2016; Poza, 2013; Bewayo, 2009).   
Finally, by characterising family firms and founder-CEOs’ succession decision-
making, I suggest practical steps to improve managerial decisions. In addition, I call for family 
businesses to be redefined so that they suit an African setting. These redefinitions should 
particularly not only combine the needed entrepreneurship and discipline with cultural 
awareness, but also delineate the constructs of family firm succession from inheritance; 
ownership from management; and founder-CEO’s desire to perpetuate a legacy from simply 
maintaining their family names. Notably, Bewayo (2009) lays the foundation for such 
definitions by suggesting that a family-first model that puts the founder-CEOs at the centre of 
the family business, surrounded by the family and the complex multiple social relations 
networks, is more suitable to SSA business environments.    
 
3.7 Managerial implications  
The managerial implication of this paper is that founder-CEOs should reflect on why 
their succession decisions lead to certain outcomes. This is crucial because the management 
decision-making literature advocates decisions based on intuition (Klein, 1998). While wealth 
creation and the longevity of the business is crucial, founder-CEOs should also consider the 
family communal relationship, which tends to define family businesses. This is particularly 
important, given the distress and the potential adversity that can result when family-business 
succession becomes emotionally charged.  
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3.8 Conclusions 
In this paper, I examined factors that influence succession decisions in sub-Saharan 
Africa and why traditional succession patterns persist. The paper also investigates why SSA 
family firms do not last long enough to become true family businesses. I use macro-, meso-, 
and micro-level predictors to reconceptualise founder-CEOs’ traditional succession decision-
making in family firms. I examine the activities and interactions at each level and emphasise 
the uniqueness of the African context by a three-level analysis. At the macro-level, the 
interaction between family firms and external conditions advances our understanding of the 
underlying reasons why founder-CEOs in sub-Saharan Africa are mostly locked into traditional 
succession patterns that tend to limit female (and non-first born sons) succession. At the meso-
level analysis, I contextualise the interactions of family members for creating collective goals 
and expectations that influence family team dynamics and founder-CEO’s decisions, which 
mostly do not give preference to female succession. Finally, at the micro-level, I examine how 
family dynamics influence the initial steps in an entrepreneurial process and predict founder-
CEOs and next-generation members’ succession decisions.  
 Traditional succession decisions reduces the success of succession planning, processes, 
and implementation because their underlying principles are neither succession-oriented nor 
sustainability friendly. This chapter revealed that influencing factors depends on many factors. 
In addition to the macro-, meso-, and micro- level factors, there are also; (1) successor’s 
personal characteristics, (2) successor’s interest in the business, (3) successor’s possession of 
specialised (idiosyncratic) knowledge of the business, and (4) other factors (e.g., level/type of 
education, career goal alignment). These factors emerged in the research of this thesis include 
sociological and psychological impacts of TSPs and next-generation members’ behavioural 
outcomes and were further investigated in Paper 2 in the next chapter.  
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While the current paper cannot be generalised, I suggest that its findings should be 
compared with other regions, about which complementary research should examine 
conditioning factors of founder-CEOs’ succession decisions and empirically test the 
highlighted factors in my illustrative model.    
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My contribution to Paper 2, “Borders That Continue to Bother Us: Revisiting Female 
Under-Representation in Family Firms” was 80 per cent. I conducted data collection, analysis, 
and wrote the paper. To ensure logical, well-supported, and effectively communicated findings, 
my advisors reviewed the findings and conclusions drawn.  In particular, they provided 
challenging feedback and comments on the link between the data and the results.  
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CHAPTER 4 (PAPER 2): BORDERS THAT CONTINUE TO 
BOTHER US: REVISITING FEMALE UNDER-
REPRESENTATION IN FAMILY FIRMS 2 
4.1 Nexus with previous chapters 
In Chapter 3, I argued that the interaction between family firms and external conditions 
advance our understanding of the underlying reasons why founder-CEOs in sub-Saharan Africa 
are trapped with traditional succession patterns. I highlighted both the sociological and 
psychological effects of deeply entrenched institutionalised norms and cultural practices of 
SSA family firms. Drawing on the psychological perspective, I extend the logic to family firm 
members’ behaviour, suggesting that children could develop differing personal career interests 
and affective commitment toward family business participation. This Paper builds on these 
findings. In sub-Saharan Africa, founder-CEO’s traditional succession decisions significantly 
affect female’s invisible and marginal leadership roles, as they have to ‘go beyond commonly 
accepted boundaries’ in order to prove themselves as worthy and qualified family business 
leader. This is particularly frustrating for women given that the interactions between 
incumbents and the next-generation for creating collective goals and expectations influence not 
only family team dynamics and founder-CEO’s succession decisions but also the next-
generation members’ career intentions [and decidedness]. Specifically, I unpack how family 
dynamics influence the initial steps in an entrepreneurial process. 
Being an emergent research (see findings from Paper 1), further analyses revealed that 
occupational experience, management skills, and level/type of education etc., are critical 
factors to consider in family business succession. Drawing on this I further analyse the data to 
see how succession unfolds when women are at the helm. These factors are not limited to 
                                                 
2 An abridged journal-ready version of this paper is currently under review with my supervisors and co-
authors. We are currently deciding on the appropriate journals for the paper, and are leaning towards 
Journal of World Business 
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women but also to non-first born children and other participants such as non-family members 
working in the business, which I label as “vulnerable” in the family business processes. 
However, considering the aim of this paper, I attempt to limit further analyses to female 
succession. Apart from being disproportionately low, female succession in sub-Saharan 
African family firms remain poorly understood. Therefore, in addition to investigating the 
psychological effects of exclusion in family business succession, my goal in this gender-
focused paper is to cross-examine traditional succession decisions and ramifications of 
leadership succession and ownership transfer especially when women are at the helm. The 
analysis extends to the female advantage in leadership and their exclusion from succession 
processes, which precede the sociological and psychological implications daughters’ have to 
deal with in SSA family firms.   
 
4.2 Introduction 
“Primogeniture continues to dominate the value system of family businesses; a son is expected 
to join the business, but a daughter is given a choice – or not invited …” Francis, 1999, p. xv 
Primogeniture is a form of power transfer (Sharma et al., 2012), widely used to set the rules 
for daughters’ succession (Barnes, 1988; Dumas, 1989; Dumas, Dupuis, Richer, & St.-Cyr, 
1995; Overbeke, Bilimoria, & Somers, 2015; Vera & Dean, 2005). Historically, men’s 
predominance, which determines arrogation of roles and articulation of control in family firms, 
leads to women having marginal leadership roles as they are left to find less significant places 
in the business. While the negative effects of family business discontinuation due to female 
talent loss is poorly documented in the literature, there is also little research, to my knowledge, 
on the unique challenges of female talent loss in SSA family firms context. Female-owned 
family firms face the same succession problems, but “how leadership succession and ownership 
transfer unfold when women are at the helm” (Dugan et al., 2011, p. 14) is one research area 
 85 
 
that has not been adequately examined in the family business research. Given the profoundly 
asymmetrical female leadership representation in family firms (Schenkel et al., 2016), a paucity 
of material that deals explicitly with father-daughter succession (Nwajiuba & Nwajiuba, 2011) 
also remains a research gap in management research.  
Because of the low family firm multi-generational survival rate and continuity 
(Astrachan & Dean, 2000; de Vries, 1994; Frey, 2013; Lansberg, 1999), family firm literature 
will mostly start with statistics that highlight the looming succession crisis. An example is that 
fewer than 30 per cent of family businesses are transferred to the second generation (Astrachan 
& Dean, 2000); only 10 per cent make it to the third generation; and only about 3% will survive 
beyond the third generation (Frey, 2013; Lansberg, 1999). In fact, some even claim that a 
family firm “goes to the dogs” in the third generation (Lambrecht & Donckels, 2008); others 
sum up intergenerational succession crisis with the expression, “father-entrepreneur, son-
playboy, and grandson-beggar” (Davis et al., 1997).  
In this paper, I use a gendered perspective to examine how patriarchal structures shape 
daughter’s selection. Specifically, I adopted Eagly and Karau’s (2002) incongruity theory of 
prejudice against female leaders, an influential psychological theory of gender and power, to 
examine the perennial problem of female exclusion in family firms’ succession in sub-Saharan 
Africa. 
Early theorists of gender role orientation (such as Judge & Livingston, 2008; Overbeke, 
Bilimoria, & Somers, 2015b) contend that there is a distinct role for sons and daughters in the 
family and in the business. However, given that reference to the succession-primogeniture 
debate and gender restrictiveness cannot be divorced in leadership succession in SSA family 
firms, whenever a team of siblings is expected to share family business ownership and 
leadership business, the sons tend to take the most visible roles, while the daughters are 
relegated to invisible and/or marginal roles. Consequently, sub-Saharan African society 
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characterise men and women as “instrumental” and “expressive” respectively. The 
“instrumentality” predisposes that men “get things done” while “expressiveness” assumes that 
women are caring and nurturing (Judge & Livingston, 2008; Mueller & Dato-On, 2008; Spence 
& Buckner, 2000; Whitley, 1983). This characterization suggests that men are more qualified 
to manage economic and political institutions while women possess qualities that are better 
suited for family business obligations and/or responsibilities. This conceptualisation, however, 
has been challenged in Western literature and has generated “non-traditional perspectives of 
gender as socially constructed” (see Nelson & Constantinidis, 2017; Overbeke, Bilimoria, & 
Somers, 2015a; Mueller & Dato-On, 2008).  
Although gender remains a dominant factor in family business succession planning 
(Bennedsen, Nielsen, Pérez-González, & Wolfenzon, 2007), the invisible and stereotypical 
roles that women play in SSA family firms are evident when analysing how daughters assume 
leadership. As established in my Paper 1 (Chapter 3), family characteristics influence role 
arrogations in succession decisions, suggesting that when designing succession plans, male and 
female founder-CEOs operate under different predictive processes. Therefore, this paper is 
significantly concerned with how family business succession unfolds in male and female-
owned family firms and the subsequent psychological and sociological challenges that 
daughters face before, during, and after intergenerational transfer. A related question addressed 
was that, beyond culture, provided the situational and contextual variables are similar, whether 
male and female founder-CEOs are more likely to appoint a girl child as their successors. 
 
4.3 Role congruity, female leadership and sub-Saharan African family firms 
In the previous Chapter (Paper 1), my findings revealed that women continue to face 
psychological and structural barriers in successfully attaining and/or being selected as family 
firm CEOs. Although progress has been made in recent years on understanding these barriers 
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in Western literature (see Brescoll, 2016; Shields & Shields, 2002), the assumption that women 
are more emotional remains an enduring culturally-held gender stereotype in many part of sub-
Saharan African (see Section 4.6). Eagly and Karau (2002) explain a role congruity theory of 
prejudice toward female leaders. According to them, “perceived incongruity between the 
female gender role and leadership roles leads to two forms of prejudice: (a) perceiving women 
less favourably than men as potential occupants of leadership roles, and (b) evaluating 
behaviour that fulfils the prescriptions of a leader role less favourably when it is enacted by a 
woman” (p. 573). The findings in Paper 1 are consistent with the theory’s two-dimensional 
implications for female underrepresentation entrenched in family firms where attitudes are not 
only less positive toward daughters, but are also routinely overlooked as family firm leaders 
during succession. Consequently, even if they are eventually selected, they find it difficult to 
succeed in their leadership roles (Joseph & Anderson, 2016).  
 
4.4 Gender-restrictiveness and the problem of legitimacy in post-colonial Africa  
 “[My wife]…belongs to my kitchen, and my living room, and the ‘other’ room” 
            President Muhammadu Buhari, the President of Nigeria (2016)  
The above statement was made by the current Nigerian President, Muhammadu Buhari in the 
presence of German Chancellor, Angela Merkel, while responding to his wife’s public criticism 
of his administration. Mrs Aisha Buhari had questioned her husband’s political judgement and 
suggested not supporting him in his 2019 re-election bid unless he delivers a better 
performance. In addition to claiming “superior knowledge” over his wife, the above remark 
reflects President Buhari’s mentality about the role of women in the society. My Paper 1 
revealed that many characteristics of the typical sub-Saharan African family serve as 
instruments of exclusion and unconscious discrimination against women:  
This [stereotype] is actually a cultural thing; it is something that is subconscious… 
especially in Africa… [Jemi] 
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Therefore, any attempt to understand female underrepresentation and exclusion in SSA family 
firms must consider the family system and societal values, where patriarchy is taken for 
granted, and women are still considered secondary to men in private and public life (Labeodan, 
2005; Ogundipe-Leslie, 1994). Given that the issue of gender restrictiveness was detailed in 
my Paper 1, I will not attempt to discuss it in this paper.  
 
4.5 Method  
Having explained the methodology in Chapter 2, this section explicates the specific 
method for this particular Paper. This study involves a 2 year-long partnership with 55 
participating Nigerian family firms, representing a broad range of industry sectors and 
disciplines, which includes manufacturing, ICT, education, finance and accounting, medical 
and pharmaceutical, food, agribusiness, and others such as legal, sales and services, and 
tourism. I could not identify any male-dominated industry  
As explained in Chapter 2 of this thesis, I relied on a purposive sampling technique and 
collected data from 55 family businesses.  Using predefined criteria for the recruitment of 
participants and the informed consent mechanism allowed me to collect responses from 
relevant stakeholders. Despite the disproportionately low number of women leaders, I recruited 
nineteen female founder-CEOs and two potential female successors. This is particularly 
important, given that “how leadership succession and ownership transfer unfold when women 
are at the helm” (Dugan et al., 2011, p. 14) is one research area that has not been adequately 
examined in the family business research, let alone in the sub-Saharan African context.   
Because I presumed that the founder-CEOs’ gender is capable of influencing their 
succession decision, I used the gender of a departing founder-CEO’s as an instrumental 
variable (Bennedsen et al., 2007). Accordingly, I examine the impact of traditional succession 
patterns and how the contributory factors investigated in Paper 1 influence male and female 
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founder-CEOs’ succession decisions. Only current founder-CEOs (both male and female) and 
in some cases, their designated successors were interviewed. Specifically, I critically analyse 
the 19 female family firm owners and 4 of their potential/designated successors to understand 
how succession unfold in their companies. Table 2.1 summarises the descriptive characteristics 
of the sample. The qualifying criteria for participation are: (1) all the 19 female family firm 
owners, (2) founder-CEOs with designated successor, and (3) newly appointed Managing 
Directors (second generation CEOs). In the last two criteria, I ensured reflexivity (Alvesson & 
Sandberg, 2013) and added rigour to our study by first interviewing the departing/retiring CEO 
and designated/nominated successors separately before they were later brought together for 
simultaneous interviews. 
Consistent with critical realist case study research, in-depth face-to-face interviews help 
to engage with how women in patriarchal post-colonial society deal with the complex 
sociological and psychological challenges faced in family business succession. The method 
also enables me to create “research which is inherently critical and unfettered by attachment to 
any narrow specialist method, concept or perspective” (Watson, 2011). I augmented these 
strengths by translating the in-depth data into practical and robust recommendations. The 
recommendations are considered robust for three reasons; they are developed in tandem with 
my participants (rendering them inclusive); pay attention to the detail of members’ interests 
(and so are informed); and allow for research to be an iterative and participative process (rather 
than a researcher-led decisions) (Neyland, 2007). 
 
4.6 Results  
My analyses of how a socially constructed view of gender in SSA family firms shifts 
and opens up viewpoints revealed six themes from gender perspective in sub-Saharan African 
family firms. These are (1) primogeniture’s endurance, (2) gender inequality and inequity in 
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succession decision, (3) gender role and identity, (4) male superiority and female subservience, 
(5) female founder-CEOs and legitimisation, and (6) younger generation daughters are not 
getting boxed-in. Table 4.1 presents the themes’ descriptions and provided selected interview 
fragments.   
My results are structured in four parts. First, I present my findings on gender 
stereotypical assumptions and gendering roles in family firms. Second, I present my analysis 
of six gender themes, including how leadership and ownership succession unfolds when 
women are at the helm. Third, I present my findings on the effect of exclusion due to adoption 
of traditional succession patterns. Finally, relying on the four cases of successful succession, I 
present my findings on how SSA family firms can succeed at succession through degendered, 
inclusive and merit-based decisions.  
 My results revealed that many characteristics of the typical sub-Saharan African family 
serve as instruments of exclusion and unconscious discrimination against women.   
This [stereotype] is actually a cultural thing; it is something that is subconscious… 
especially in Africa… [Jemi] 
My findings reveal that rather than their qualifications, women are evaluated based on 
stereotypical judgements, which consequently lead to their exclusion in family business 
succession. Likewise, the assumption that women are more emotional remains an enduring 
culturally held gender stereotypes in many SSA family firms. For example, the following 
interview fragments succinctly captured this gender stereotypes:   
Appointing my son as the CEO saves me a lot of headache [because] a woman is always a 
woman … [Mandela] 
It is easier for a man to do things more successfully than a woman… [Pat] 
[Women] are viewed as a group of people who take orders … [Ade] 
…because of her limitations that she may not understand how to pass messages across without 
raising her voice [Steve] 
[They] can easily fall your hand [disappoint you] because of their attributes [Kola] 
A woman …loves and changes her thoughts without reasonableness [rationality] [Dike] 
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…a woman easily fumbles. A woman can easily make mistakes [Ben] 
 
In Paper 1, I established the significance of male superiority and female subservience, 
institutionalised and gender stereotyping within the family and the society, and the dominant 
religious colouration and narratives in post-colonial society, which privilege men over women. 
In addition to examining the sociological and psychological effects of traditional-based 
succession decision, this Paper analyses how a socially constructed view of gender in SSA 
family firms shifts and opens up viewpoints. In this regard, my analyses identified six themes 
from gender perspective in SSA family firms. Table 4.1 presents the descriptions and some 
interview fragments from the participants.   
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4.6.1 Gender themes 
Table 4.1: Identified Gender Themes  
 
Theme Descriptions and interview fragments 
 
1. Gender (in)equality and (in)equity in the succession  
Gender equality and equity is concerned with the founder-CEO’S consideration of equal treatment and fair treatment in terms of male and female succession. With 
reference to founder-CEO’ offspring, it relates to the founder-CEO reckoning (or not) with gender equality and equity standards. Based on sex and opportunity to have a 
chance at family firm ownership and leadership, equality and equity is premised on unequal division of authority and/or resources. Given that women roles are changing, 
research (such as Nelson & Constantinidis, 2017) has made reference to the impact of this role change on men and the family firm, and suggests that as a result, founder-
CEOs must change and adapt. Parents recognised that all children cannot be treated the same  
“Appointing my son as the CEO saves me a lot of headache [because] a woman is always a woman … it is easier for a man to do things more successfully than a woman. In 
Africa, women are viewed as a group of people who take orders … because of her limitations that she may not understand how to pass messages across without raising her 
voice. [In addition] women can easily fall your hand [disappoint you] because of their attributes. Nobody wants to leave the lifeline of his business in the hands of a woman 
that love and change her thoughts without reasonableness [rationality]”  
“While my transition decision is dependent on my vision for this business, my preference for my son, especially the first-born because of the way I trained him. The first 
child has considerable amount of responsibilities, including being a role model to his sibling, especially when myself and their mother is not available. With these traits and 
responsibilities taken on [in the family], I think it is fair for him to be given the opportunity to lead the business as well” [Ahmed] 
2. Gender role and identity 
Following Nelson and Constantinidis (2017), gender role relates societal expectations about the common roles of activity found in business (leader, successor, owner, etc.) 
in terms of what men and women can (and/or) should do. Gender role expectation is conceptualised as a determining factor for occupational roles in sub-Saharan African 
societies. This theme was highlighted in relation to birth order in my Paper 1 (see Section 3.4.2), using psychological and sociological lens. Drawing on a psychological 
perspective, I explained that identity extends the logic to family firm members’ behaviour, suggesting that children could develop differing personal career interests and 
affective commitment toward family business participation. From a sociological perspective, I suggest that persistent social pressures with their founder-CEO-parents 
portend that potential successors (male and female) bear a disproportionate responsibility for succeeding as business leaders. My results reveals that gender role identity 
relates to overly internal-orientated focus, capable of inhibiting children’s identification with the family business, and subsequent willingness to pursue new opportunities 
outside the family firm.  
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“If my daughter has a husband who wants to play his ‘headship’ role, he may find it difficult to allow his wife to feature [prominently] in my business. The challenging 
arrangement then affects her competence and any such succession will not be as smooth as a father-son succession” [Ben] 
“…bored me down with ‘oh you are too old, you should be getting married …your mates and your younger ones have already given birth…” [Nike] 
3. Male superiority and female subservience 
There is a perception that women are secondary to men or that men are superior to women due to male dominance in private and public life. This view creates the attitudes 
of discrimination against daughters in family business succession. My results reveal that the main problem for female leaders is legitimacy, given that entrepreneurial 
women in positions of power do not elicit the same amount of respect and admiration in sub-Saharan Africa. Please see my Paper 1 and subsequent section on role 
congruity theory of prejudice against female leaders. 
“[Women] are viewed as a group of people who take orders …” [Ade]  
“we have had practical instances, which is support the positive outlook of our affair [traditional successions] and what would happen, if we actually give [family business] 
leadership to women” [Zach] 
“…a woman easily fumbles. A woman can easily make mistakes, blunders that would be very costly. So traditionally, we want to think twice in this part of the world before 
we let a woman assume a headship role of any community, establishment such as family businesses because they can misbehave” [Ben]. 
4. Primogeniture’s endurance 
The succession-primogeniture debate and gender restrictiveness cannot be divorced in leadership succession in SSA family firms. It was discussed extensively in my Paper 
1. I must note here that despite not identifying one in my study, there are instances of successful successions based on primogeniture and birth order in sub-Saharan Africa. 
In fact, one of my participants, who emphasised family values and next-generation members’ commitment believes that “There are many cases, where it [male child and 
first-born succession] works perfectly” [Isioma] 
“While my transition decision is dependent on my vision for this business, my preference for my son, especially the first-born because of the way I trained him. The first 
child has considerable amount of responsibilities, including being a role model to his sibling, especially when myself and their mother is not available. With these traits and 
responsibilities taken on [in the family], I think it is fair for him to be given the opportunity to lead the business as well” [Ahmed] 
“We can be tradition-driven. However, as much as traditional we are meant to be, I [personally] do not see anything abnormal in having a capable daughter take over from 
me. I do not know in Oyinbo land [the Western countries] whether it is like that, but in Africa,” [Ben] 
“That cultural practice of primogeniture supposed to change with our generation, it’s supposed to change…we need to start practicing transition decisions based on 
competence, whereby, regardless of gender the business is transferred to a competent hand.” [Bose].  
“If we continue in that culture [primogeniture, birth order, gender hierarchy etc.] …it creates [in daughters and non-first born children] the mentality of … ‘let me just face 
my own business, I do not care about what happens [in the family business], because the business is for one person after all, I really do not want to have anything to do with 
it. I can have my own business or just look for someone else to work with” [Ekene] 
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5. Legitimisation of traditional succession decision 
Legitimisation, the act of giving legitimacy, is the process whereby actions and ideologies become legitimate given the attachment to societal norms and [familial] values. It 
tends to regulate people’s behavioural alternatives. I reckon that if taken from traditional or functional perspective, legitimacy portends the submission to and acceptance of 
the established norms, where for example, primogeniture has taken prominence in inheritance and succession in many post-colonial societies. Female founder-CEOs 
supported the legitimacy of traditional succession decisions. As indicated in this study, with the exception of two (currently groomed but unsure of eventual succession), no 
female successor was identified. At the outset, I had expected that female-CEOs would oppose men’s prerogatives and predominance. However, my research produced 
mixed results, as there were first-generation female owners who, regardless of gender, advocate for equal opportunities for children, and despite having capable and 
qualified daughters, eventually set up their sons as their successors. 
“[Rather than a daughter] It is very important to use a male child who is interested, because like him, if he gets married now, the wife might decide to join the business. [If 
my daughter is interested] I will support her. [However], you do not determine what happens to a girl child” [Grace] 
6. Younger generation daughters are not getting boxed-in  
As pointed out earlier, women’s changing roles within the family and the business is influencing men, the family firm, and the society responses. Because of this change, 
the younger generation of sub-Saharan African women expect founder-CEOs must change and adapt. This is particularly important given the female young adults’ strive for 
individuation and independence.  
“More females like myself are also taking up the roles of educating themselves, going into business school, building careers... like me” 
“The person that will take over this business should actually be somebody who is passionate about it because passion drives business” [Chinwe] 
“It is changing …because a lot of people are looking into it. Many females are not limiting themselves or boxing themselves into that system anymore. They are breaking 
out and breaking away and breaking free” [Nike] 
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Primogeniture’s endurance 
Although, this paper does not focus on primogeniture and/or birth order and why first-
born sons are mostly considered for succession, it is important to understand why male 
succession persists in sub-Saharan Africa. Gender hierarchy in SSA family firm is further 
deepened when males are regarded as the perpetuity of family name and lineage. For example, 
Mary argued, “the way we see it is that a woman goes to her husband’s house and changes their 
name, so actually most of them [founder-CEOs] want that name to remain”. Therefore, 
participants such as Mandela suggested that: 
We prefer to allow …the first son or the man in the house to take over to elongate the life of 
our business and when we are no longer there, our names will still be there - our business will 
still run in our own name.  
A majority of founder-CEOs attempt to justify their preference for sons, especially first-born 
sons. The prevailing assumption is that eldest sons are first in line to take on major family 
responsibilities and commitments. Ahmed, who leads an IT company, believes that,  
While my transition decision is dependent on my vision for this business, my preference for my 
son, especially the first-born is because of the way I trained him. The first child has considerable 
amount of responsibilities, including being a role model to his sibling, especially when myself 
and their mother is not available. With these traits and responsibilities taken on [in the family], 
I think it is fair for him to be given the opportunity to lead the business as well.  
 
As revealed in Section 4.6.2, primogeniture has negative implications for next-generation 
members’ engagement and identification with the family business because 
That culture [primogeniture, birth order, gender hierarchy etc.] creates [in daughters and non-
first born children] the mentality of, ’let me just face my own business, I do not care about what 
happens [in the family business], because the business is for someone else after all, I really do 
not want to have anything to do with it. I can have my own business or just look for someone 
else to work with’ [Ekene] 
 
Gender (in)equality and (in)equity in the succession  
Gender equality and equity are concerned with the founder-CEO’s consideration of 
equal treatment and fair treatment in terms of male and female succession. With reference to 
founder-CEO’ offspring, it relates to the founder-CEO reckoning (or not) with gender equality 
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and equity standards. Based on sex and opportunity to have a chance at family firm ownership 
and leadership, equality and equity are premised on unequal division of authority and/or 
resources. This is particularly difficult for women when as Ejiogwu pointed out:  
Nobody wants to leave the lifeline of his business in the hands of a woman that love and change 
her thoughts without reasonableness [rationality]  
However, given that women roles are changing, research (such as Nelson & Constantinidis, 
2017) has made reference to the impact of this role change on men and the family firm, and 
suggests that as a result, founder-CEOs must change and adapt. Parents recognised that all 
children cannot be treated the same 
While my transition decision is dependent on my vision for this business, my preference for my 
son, especially the first-born because of the way I trained him. The first child has considerable 
amount of responsibilities, including being a role model to his sibling, especially when myself 
and their mother is not available. With these traits and responsibilities taken on [in the family], 
I think it is fair for him to be given the opportunity to lead the business as well [Ahmed] 
 
Gender role and identity 
 Following Nelson and Constantinidis (2017), gender role relates to societal 
expectations about the “common roles of activity found in business (leader, successor, owner, 
etc.) about what men can and should do, and what women can and should do” (p. 224) . Gender 
role expectation is conceptualised as a determining factor for occupational roles in sub-Saharan 
African societies. This theme was highlighted in relation to birth order in Paper 1 (see Section 
3.4.2), using psychological and sociological lens. Drawing on a psychological perspective, I 
explained that identity extends the logic to family firm members’ behaviour, suggesting that 
children could develop differing personal career interests and affective commitment toward 
family business participation. From a sociological perspective, I suggest that persistent social 
pressures with their founder-CEO-parents mean that potential successors (male and female) 
bear a disproportionate responsibility for succeeding as business leaders. My results reveal that 
gender role identity relates to overly internal-orientated focus, capable of inhibiting children’s 
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identification with the family business, and subsequent willingness to pursue new opportunities 
outside the family firm. This is particularly important in a masculine society, which as Nike 
pointed out, “bored me down with ‘oh you are too old, you should be getting married …your 
mates and your younger ones have already given birth”  
 The disempowering and emasculating colonial ideology of domesticity as embraced by 
the practice of “housewification”, and religious absolutist views  is also a limiting factor, 
leading some daughters to believe that their role belongs to the kitchen and raising children. 
As Chinwe pointed out, “The Igbo culture is such that it [succession] does not even favour the 
women, it is only men. My right is in my husband’s house and those are the cultural things that 
make the handing over of the business so crucial that people [founder-CEOs] want their names 
to outlast them”. Consequently, founder-CEOs like Ben believe that  
“If my daughter has a husband who wants to play his ‘headship’ role, he may find it difficult to 
allow his wife to feature [prominently] in my business. The challenging arrangement then 
affects her competence and any such succession will not be as smooth as a father-son 
succession”  
 
Male superiority and female subservience 
The institutionalised male superiority and female subservience, and gender stereotyping 
within the SSA family firms privilege men over women. Male dominance in private and public 
life evokes a perception that women are secondary to men or that men are superior to women. 
This view creates the attitudes of discrimination against daughters in family business 
succession. My results also reveal that the main problem for female leaders is legitimacy, given 
that entrepreneurial women in positions of power do not elicit the same amount of respect and 
admiration in sub-Saharan Africa.  
In line with Paper 1, the findings revealed that there is limited desire to deviate from 
the behavioural norms, which not only negatively affects the organisational and societal 
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structures, but also create the attitudes of discrimination against women in employment 
practices. For example, Ben, who owns a textile business affirmed: 
We can be tradition-driven. However, as much as traditional we are meant to be, I do not see 
anything abnormal in having a capable daughter take over from me. I do not know in Oyinbo 
land [the Western countries] whether it is like that, but in Africa, if my daughter has a husband 
who wants to play his ‘headship’ role, he may not allow her to feature [prominently] in my 
business. The challenging arrangement then affects her competence and any such [father-
daughter] succession will not be as smooth as a father-son succession. [Ben] 
When asked if these [negative] perceptions about women are likely to change, Ben maintained 
that they are not mere perception. Like Ben, in an attempt to justify male superiority and 
women’s diminished roles, Zach argued, “we have had practical instances, which support the 
positive outlook of our [traditional successions] affair and what would happen, if we actually 
give [family business] leadership to women”. He asserted that,   
…a woman easily fumbles. A woman can easily make mistakes, blunders that would be very 
costly. So traditionally, we want to think twice in this part of the world before we let a woman 
assume a headship role of any community, establishment such as family businesses because 
they can misbehave. 
However, most female participants disagree with these notions.  For example, Sade, who has 
no female child but operates her cosmetic business with her two sons, believes that the problem 
with primogeniture transcends male child or first-born prerogative. According to her, the 
challenge mostly faced by founder-CEOs is a lack of interest by the next-generation family 
members.  She argued that “[family] businesses are neither for boys, nor for girls, but for the 
matured minds”, suggesting that early mentoring, which is addressed in my Paper 3 is the best 
way to get children involved in the family business. According to her,    
You groom them from very young before they start getting involved in other things. The earlier 
the better [because] by the time children are teenagers, they are already getting involved in 
other things. At that time, they already have a mindset and becomes more difficult to convince 
them [to join or pursue a career in the business]. What you [have to] do is to change that image 
that has been formed. However [if mentoring starts] at a tender age, when their mind is still 
empty, they do not have a formed image. What you do is to create an impression in that space. 
You print something there and whatever you print [in their mind] …is stuck there [with them].  
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Although Isioma, who has a detergent production business, acknowledged instances of 
successful succession based on primogeniture and/or birth order, she indicated that such 
practices would fade gradually. She explained,   
Succession by primogeniture and birth order may change because by the time people see that 
they are not really working, [whereby] an incapable first-born son runs down the business… 
that will inform people to make a different decision. Sometimes in Africa, we need to get the 
hard truth to push us to make a change.  
 
Female-CEOs and legitimisation  
My research also produced mixed results as many female-CEOs, who despite calling 
for a level playing field for children regardless of gender, and though having capable and 
qualified daughters, ended setting up their sons as potential successors. My results revealed 
that female-CEOs in SSA family firms question the entrenchment of traditional practices of 
primogeniture, however, evidently the succession plans they established are incongruous with 
their intentions of not handing the businesses over to a qualified daughter. This was a surprising 
result as I had expected that female entrepreneurs in sub-Saharan Africa would be committed 
to dismantling persistent gendered assumptions that have characterised organisational power 
structures and daughters’ capacity to thrive and succeed their parents in SSA family firms.   
Female founder-CEOs acknowledge the important roles that women play in their 
businesses and the need to give them the opportunity to lead family firm leaders. An example 
is Patricia who is considering appointing her daughter as successor. She explained,  
I think my daughter will even be better leading this business because of the relationship we 
have built over the years. … The peculiarities that women face in business might change for 
the better in her time …I let her know what to expect, and how to deal with them. I have been 
training her based on my experiences and my understanding of the way things work 
A preponderance of female founder-CEOs suggested merit and competence, not gender would 
characterise their succession decision. Like their male counterparts, while they expressed the 
need for equal level playing field, such as handing the businesses over to a qualified daughter, 
my observation was incongruous to the succession plans they have in place, in that, the sons 
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are being groomed to take over the businesses. There were several justifications put forward 
by female founder-CEOs on their preference for male child. For example, in justifying her 
decision to settle for her second-born son, Grace, a female-CEO who founded a group of 
schools argued,   
[Rather than a daughter] It is very important to use a male child who is interested, because like 
him, if he gets married now, the wife might decide to join the business. [If my daughter is 
interested] I will support her. [However], you do not determine what happens to a girl child.  
There were two female founder-CEOs without a daughter. With the exception of this group 
and founder-CEOs that I categorised as “sophisticated” (see succeeding section 4.6.3), most 
male and female founder-CEOs preferred to appoint their sons not daughters. Although there 
were two daughters currently being groomed for succession, they both expressed doubt that the 
businesses will be handed to their brothers when their founder-owner parents decide to step 
aside. Essentially, it is reasonable to conclude that my study did not identify any daughter as 
successor-designate.  
 Meanwhile, a 23-year-old Chinwe from the Ibo tribe who has been assisting her mother 
in the production business and who allegedly is being groomed to take over the mother’s 
business explained during their joint interview,  
I am Ibo girl. The Igbo culture is such that it does not even favour the women, it is only men. 
My right is in my husband’s house and those are the cultural things that make the handing over 
of the business so crucial that people [founder-CEOs] want their names to outlast them.  
Chinwe and her mother’s observation is consistent with findings in my paper 1, which affirmed 
that most sub-Saharan African family founder-CEOs do not differentiate between an 
inheritance and a family business. Nonetheless, during my one-on-one interview with her, she 
explained,  
The person that will take over this business should actually be somebody who is passionate 
about it because passion drives business  
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Given the above, Mary, who had left her father’s company to start her own business, believes 
that the circle must not continue, as she plans handing the business over to her daughter whom 
she said is well qualified. She also stressed her relationship with her daughter: 
A mother relates better with the daughters …just like my sons gravitate towards their father 
[Mary] 
There are few exceptions to traditional succession patterns; however, those exceptions are 
conditional. The exceptions are mostly premised on daughters’ competence and capability 
Apart from culture, I mean the husband factor, because the husband decides many things, I 
think the major reason daughters do not succeed their parents is a lack of interest in the business. 
Although I do not have the fact to support that, if I have a daughter, my best point of 
consideration will go to the female child. There are some other female school owners who have 
their daughters... managing their businesses, and the girls are doing fantastically well. [Layo]  
Layo supported her view with an example of “a particular school that the female owner is 
currently holidaying abroad and her daughter manages her school in her absence”. By 
managing, she did not clarify whether the business had been formally handed over to the 
daughter or not. She affirmed that: 
“I do not believe a female cannot manage, I believe, if I have a female child, I would have 
preferred her to my sons, so that she can handle [the business] while the males go on to their 
wives.  
 
Younger generation daughters are not getting boxed-in  
 As reported earlier, women’s changing roles within the family and the business is 
influencing men, the family firm, and the society responses. Because of this change, the 
younger generation of sub-Saharan African women expect founder-CEOs must change and 
adapt to transferring the family businesses to competent hands. This is particularly important 
given the female young adults’ strive for individuation and independence. Hence, the sub-
Saharan African women are calling for inclusion – an equal opportunity and/or equal playing 
field, not bound by normative gendered roles and patriarchal structures 
 102 
 
That cultural practice of primogeniture supposed to change with our generation, it’s supposed 
to change…we need to start practicing transition decisions based on competence, whereby, 
regardless of gender the business is transferred to a competent hand. [Bose].  
As revealed in Section 4.6.5, the effect of traditional succession decisions are a double-edged 
sword. On the one hand, daughters have to deal with the complex problems. This tends to lead 
them and those who feel excluded from playing active roles in the family business to identify 
less with the family business. In most cases, they fight back by walking away to pursue their 
interest outside the family business. 
I am capable and interested but not encouraged or given the opportunity. Even when I decided 
to do something that is completely different [from the family business], I was not encouraged. 
They let me go… and I fulfilled my dreams. [Nike] 
On the other hand, the exclusion serves as an opportunity for self-determination and 
empowerment, and to help daughters develop psychological resilience, whereby as Ifunaya 
explained,   
More females like myself are also taking up the roles of educating themselves, going into 
business school, building careers... like me [Ifunaya] 
Younger generation of daughters believe that the success they are having in their 
entrepreneurial engagement is influencing the perception that they are not capable to lead their 
parents’ businesses. As Nike pointed out, “the perception is changing because a lot of people 
[founder-CEOs] are looking into it... realising that many females are not limiting themselves 
or boxing themselves into that system anymore. They are breaking out and breaking away and 
breaking free”  
 Following Nike’s success after abandoning her family business, she pointed out, “The 
person that will take over this business should actually be somebody who is passionate about 
it because passion drives business” According to her,  
I have to really stand out for myself and say that this is what I wanted to do. Many daughters 
are not like that. Right now, we are [herself and her younger brother who were excluded from 
leading the family business] being encouraged to dream and pursue our dreams. Before now, 
they would have bored me down with ‘oh you are too old, you should be getting married …your 
mates and your younger ones have already given birth; you are here pursuing career or pursing 
dreams. That has changed. 
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In the subsequent sections, I present the rest of my findings, which addressed my research 
questions 3: how do ownership and leadership transfer manifest when women are at the helm 
and research question 4: what are the psychological effects of exclusion in family business 
succession. Although some of these have been addressed under the six identified gender themes 
above, an attempt is made to further deepen their implication in the following sections. 
Likewise, it is noteworthy that the findings focus on critical influencing factors of a successful 
succession in SSA family firms.  
 
4.6.2 Sociological effects and psychological responses  
When analysing how daughters assume leadership, the invisibility and stereotypical 
roles women play in family firms are evident.  In this section, I addressed daughters’ responses 
the psychological impact of traditional succession decisions.   
Both male and female founder-CEOs expressed concerns about organisational 
identification, in particular, a lack of interest in the businesses by their daughters who do not 
believe in the vision of the family business. For example, Omo, who deals in auto spare parts, 
explained, “This generation of children, especially, girls are not interested in family business”. 
While Akhigbe indicated that “my daughter do not have the same vision or believe in my 
vision” Goodluck, who in addition to car dealership, owns a prominent private university 
explained; “I try to convince my girl, who is the first is born, to be involved in the business, 
but she refused, …saying that she does not believe in my vision”. Surprisingly, however, these 
views negated my expectation that daughters are keen on taking on the mantle of leadership in 
family firms. As such, compared to male founder-CEOs, I spent a longer time during the 
interviews with the female founder-CEOs and their daughters who work closely with them. My 
findings are presented in subsequent section.  
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Results reveal that sub-Saharan African women face the problem of reduced legitimacy 
such as decreased positive subordinate behaviours (e.g., organisational citizenship actions such 
as extra-role behaviours and working late to complete a job) and increased negative subordinate 
behaviours (e.g., negative nonverbal behaviours and active undermining of leader authority) 
(Vial, Napier, & Brescoll, 2016). Following this, the rest of this section address the 
psychological effects of exclusion, the behavioural outcomes and whether this affects 
daughters’ interest in accepting and/or pursuing a career in the family business.  
Legitimacy is one of the sociological effects of traditional succession decisions in 
highly patriarchal society. Compared to their male counterparts, daughters face legitimacy 
problems, as they do not elicit the same amount of respect and admiration when they hold 
leadership positions. Legitimacy is determined by subordinates’ perception of a leader’s status, 
in this instance, “the degree to which a leader is respected and admired by others” (Vial et al., 
2016, p. 402). Because the level of compliance by subordinates strongly affect the degree of 
legitimacy ascribe to the leader, women in leadership positions do not elicit the same level of 
respect and admiration as men do. The result is decreased cooperation and compliance, and 
increased negative responses towards the family and the business. This then feeds back into a 
negative loop that confirms founder-CEOs’ negative attitudes of daughters, which in turn 
undermines her authority.  
The way forward is to engage these girls [daughters]. If some of them are just seeing the 
business like ‘I am not the one they are going to hand over to’, they will not put effort into the 
business. [Livinus]  
When perceived as legitimately holding their positions, subordinates generally willingly 
support and comply with leaders. Conversely, when considered as illegitimate, compliance will 
be lowered and subordinates may even openly defy expected behaviour. This is particularly so, 
given that social norms presumably breeds subtle and unconscious norm-based resistance. 
When founder-CEOs hold highly gendered understandings of what is normative, then their 
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response to daughters as contender for leadership role in the family business will be a sense of 
a lack of fit (Brescoll, 2016). This is further expressed by Esther that 
At times, we the parents only groom the first-born sons. Most African business owners …will 
be training [and] mentoring that first born [only].   
Consequently, there is a cognitive dissonance between what an individual hold in their 
cognitive schema, and quite often in their own personal relations (such as with partners, 
spouses, daughters, mothers, religious and social activity), and the physical presence of a 
female leader with power to enforce certain behaviours. In fact, it is generally believed in many 
parts of sub-Saharan African that leadership traits such as agency, assertiveness, decisiveness, 
and confidence are viewed as inappropriate feminine traits. Consequently, founder-CEOs may 
respect and admire women [daughters] for performing their enculturated traditional gender 
roles, but have difficulty respecting and admiring them outside those roles.  
At the end of the day, you believe that the female should be gentle or at least more gentle, they 
[other sibling] could still come to her. You should give her what belongs to her, as managing 
director and the proceeds from the business is shared with her sibling 
Women’s socially prescriptive personality traits of social sensitivity and other-centeredness 
means that “the tendency for dominance to be liked less … emerged only for explicit, direct 
forms of dominance, and not for implicit forms” (Williams & Tiedens, 2016, p. 178). In this 
instance, explicit dominance occurs when a person directly demands a behaviour change, 
whereas implicit dominance occurs when a person less directly suggests a behaviour 
(nonverbal gestures and tone of voice) change. The penalty for women displaying dominance 
is reduced likability and poorer instrumental outcomes such as exclusion from the succession 
process. In addition to being perceived as less competent, women tend to suffer a “backlash” 
that largely explains the lower numbers of female leaders in SSA family firms (Rudman, 1998). 
For example, Amarachi, a daughter who works closely with the father but is uncertain if the 
business will be handed over to her, explained: 
Give everybody in the family a level playing ground… that is exactly what we [daughters] 
need. Some people want business that have a future. If they know that this [family] business is 
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something that can last a long time, maybe they can have a rethink on what to do because I have 
seen people that resigned from working in the bank to join their parents’ businesses. They say 
‘in bank I am just serving somebody but here, I want to begin to serve myself’  
With the above, the lack of interest in the family firms and the inability to adopt their parents’ 
vision for the family business is psychological. In fact, the above suggests that daughters are 
keen on helping to perpetuate the family businesses in African societies. In line with previous 
studies and my findings in Paper 1, Section 3.4.2, differing career interest could be another 
factor or explanation, but this paper does not examine this.  
Sub-Saharan African women [daughters] are psychologically affected when faced with 
diminished legitimacy, uncooperativeness and resistive culture. A response to such behaviours 
is apprehension and lowered expectations of control or influence. Besides, to avoid backlash, 
they reduce their assertiveness and goal focused behaviour. Conversely, some women pre-empt 
negative reactions with an intention to leave. Ekene, the designated successor who intends 
taking over from his mother by year 2020 explained:  
That [primogeniture, birth order, gender hierarchy etc.] culture …creates in daughters and non-
first born children that mentality of … ‘let me just face my own business, I do not care about 
what happens [in the family business], because the business is for one person after all, I really 
do not want to have anything to do with it. I can have my own business or just look for someone 
else to work with 
Ekene and his mother (the departing founder-CEO), who both operate an international school, 
underscored the importance of family values and love. Ekene believed that, “There is nothing 
better than …genuine love at the top… as a family, children should all genuinely want the best 
for each other and that the love [in the family] will translate into love for the family business”. 
The Mother, Adaeze complemented his statement on the need for the family members to 
embrace “respect for one another”.  Adaeze described bringing the son into the business as a 
painstaking process premised on competence and capability.  
Despite his working experience in the oil and gas industry, I didn’t give him a pass when he 
formally joined us. When he applied…, he failed the first interview and had to reapply before 
he could tie down a job with us in the college here.   
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According to the mother, Adaeze, he had to earn his place in the company. “This was for him 
to learn that succession has to be by merit-based, not simply for being my son or a family 
member”   
 
4.6.3 Perpetuating sub-Saharan African family firms 
 This section focused on how SSA family firms perpetuate their businesses. Given that 
we can learn from founder-CEOs who are already successful at succession, I mostly rely on 
the four businesses that were already experienced intergenerational transfer. My analyses 
revealed the importance of founder-owner sophistication, potential successor’s level of 
education and idiosyncratic knowledge, as well as understanding that succession decision 
should not be based on birth order but competence.  
Founder-owner sophistication  
Founder-CEO sophistication is combinatorial, consisting of factors, which amplify 
each other. The major factors are the level of education and occupational and sectoral 
experience of the family business owner. This was clearly explained in Paper 1 (Section 3.4.2). 
In this section, I am investigate whether the founder-CEO’s sophistication is positively related 
to daughters’ succession in family firms. 
In Paper 1, I provided Dele and his family business as an example of a successful 
succession. They are an indication that founder-CEOs sophistication strongly influences 
succession decisions to include the possibility of female succession. Dele’s parents both studied 
and worked in the United States for many years before returning to Nigeria to setup a servicing 
company. Dele, a second-born, second generation CEO was Harvard-trained before taking over 
the reins from his father, who now acts as the Chairman of the company.  He explained,  
We are product of our environment. My parents studied overseas and my father got his 
employment there before being transferred to Nigeria. So that has something to do with it 
[succession decision]… I’ve also seen families that the parents studied abroad but the 
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environment that they found themselves… very strongly tied to that culture, they must be like 
this 
Further, a female founder-CEO, Adaeze, who retires in 2020 and plans to hand over the 
business to his second-born son argued that culture should not be a determinant because   
Succession decisions should be based on the family values …even if the last-born has the 
interest and the zeal to manage the business, why not? After all, it is a business that has directors 
and shareholders and everybody has their own shares.  
Like Dele, Adaeze used her company as an example, indicating that the possibility of sibling 
rivalry and conflict is minimal, given that everybody, including herself and her husband has 
shares in the company.   
However, it is important to note that most sub-Saharan African firms, which I labelled 
in Paper 1 as “eat and go” firms are for subsistence purposes. These firms are primarily for 
sustenance and the purpose of ‘stomach infrastructure’ - bottom-top, gradual approaches in 
developmental strides, particularly concerned about the people’s survival. Compared to the 
above two cases, eat- and go- family firms are less likely to have systems, structure, and 
processes in place for succession. Dele, whose servicing business is highly idiosyncratic, 
indicated that the next transgenerational transfer process is now in progress and the family has 
democratically decided that the business be handed over to her younger sister because  
A lot of what we are trying to do is to take all that we have in our head and put it into business 
systems and processes. …if there is anything that’s not currently in our quality manual, process 
manual or business manual, business management system is incorporated…[my] sister came 
into the business having worked in a major US investment bank for twelve years before joining 
the family business. Currently she oversees the whole administration, internal control and 
compliance, and IT. These three portfolios are under her and she has an added responsibility 
for coordinating strategy... these portfolios are the bedrock of our business, where internal 
control and compliance is the custodian of all our systems and processes that ensure that we’re 
sound [and competitive as a company].  
Regardless of a child’s gender, founder-CEOs are expected to help children acquire unique 
roles that help them move through developmental experiences within the family business. An 
example is letting the daughters work in companies other than the family firm before they are 
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later brought into the family business in a lesser capacity. This is to enable them to acquire 
relevant skills and experiences needed to manage the family firm.  
There is no amount of studying that you study, that benefit as much as actually practicing within 
a structured business environment where things are working in a significant way. [Teju] 
Human development is crucial as founder-CEOs focus on vocationally relevant education, 
which enhances career development of next-generation members and helps them develop 
“basic senses of initiative, industry, identity, generativity, and integrity” (Bradley, 1982, p. 28). 
Goodluck, a recently retired founding owner, who appointed his second-born son as successor 
made several unsuccessful efforts to transfer the leadership to her daughter. Goodluck believes 
that gender is irrelevant if daughters are equally competent and are interested in being part of 
the business. What is more is more important is grooming and mentoring. According to him,  
In addition to her qualitative formal educational background in the United States, before 
returning to Nigeria, she was well grounded in the knowledge of automobile industry operations 
due to my insistence for her to garner hands-on-experience at similar companies. Her stint at 
those competing companies exposed her to the set up and the operations of a vast dealership 
network across the continental United States.  
Founder-CEOs are generally concerned that after marrying, their son-in-laws may suppress 
their daughters’ interest in perpetuating their businesses (see Paper 1). Results indicate that 
founder-CEO sophistication tend to guarantee successful female succession because family 
business owners develop induced mechanism and approach to overcome the limitations faced 
with female exclusion in family business succession. Therefore, sophisticated founder owners 
adopt organisational inducement mechanisms that stimulate both their daughters and their son-
in-laws’ interests in the business. For example, Patrick, a school owner with 102 employees 
asserts that 
I will buy into the heart of the husband with everything I have and make the husband see the 
business as his business so that himself and the wife can work together to make the business a 
successful business [Patrick] 
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Idiosyncratic knowledge 
In this thesis, I argue that when the next-generation members perceive themselves as 
lacking tacit and implicit knowledge of how the family business functions, their desire and 
propensity to pursue a career in the family business decreases. Conversely, their interest in 
pursuing a career in the family firm can easily be activated when they are groomed to acquire 
family firm knowledge. 
 Founder-CEOs (male and female) believe that regardless of gender, a level playing 
field should be provided to the next-generation members.  As such, founder-CEOs who were 
successful at succession tend to introduced their children early to the business as this provides 
them gradual responsibility and authority during their career within the family business. Results 
also revealed that daughters acquire business ideas when they are close to their parents. This is 
because founder-CEOs tend to hand the business over to someone who can use the 
idiosyncratic information and business ideas adequately, and of course demonstrates the 
capacity to lead and perpetuate the business. As Mary pointed out, “information [idiosyncratic 
knowledge] is mostly in the hands of the business owners. Whoever has it actually rules.... If 
daughters are close to business owners [their parents], they get business ideas”   
A preponderance of female-CEOs believe that “when daughters move closer to their 
parents [the business owner], the business owner begins to call them [to delegate 
responsibilities], intermittently telling them what ordinarily they will not tell others about that 
business”. As noted earlier, a similar call for a level playing field and the need for daughters to 
be empowered has not really translated into feasible results.  
Daughters also should aspire; they should dream big, they should aspire to takeover. …aspiring 
to take over does not mean they are trying to take somebody’s place. They should aspire to 
learn how the business is done; by asking important questions such as, what is my parent doing 
and how does he do them? You will begin to move close to the person. That person [founder-
CEO] begins to see you [the daughter] as somebody he/she can select to succeed him or her. 
When the business owner sees that kind of attitude…of curiosity that the daughter comes to ask 
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questions intermittently about the business …the business owner will know that this person is 
interested in the business. [Isioma] 
 To experience a successful transfer of leadership responsibilities, introducing the next-
generation members to the family business must be gradual. This is particularly important, 
because much pressure on them to join the family business fosters disinterest and decreases 
their degree of identification with the founder-owner parents and the family firm. [This is 
further dealt with in my Paper 3]. As Ben pointed out,  
The easiest thing that makes a young man gets puffed up…is to give him the opportunity to 
wear a cap that is bigger than his head… [because] the size of the head determines the severity 
of the headache. [Ben] 
 
The level of education 
Because of the mixed findings and ongoing debate that the level of education received 
determines women’s intention to be involved in family firms, I attempt to address whether the 
level of education received by daughters affect founder-CEOs’ succession decision.  
Like Goodluck, founder-CEOs label as “sophisticated” believe that gender is irrelevant 
if daughters are equally competent and are interested in participating in the family business. 
However, they emphasise on grooming and mentoring. Goodluck explained that 
I was insistent that all my children are well grounded educationally. Besides my daughter’s 
qualitative …educational background in the United States and before returning to Nigeria, she 
was well grounded in the knowledge of automobile industry operations due to my insistence 
for her to garner hands-on-experience at similar companies. Her stint at those ‘competing’ 
companies exposed her to the set up and the operations of a vast dealership network across the 
continental United States.  
This suggests that, rather than the ‘level’ of education received by daughters, management 
research, especially in the sub-Saharan African context, should focus on the type of education. 
This is because most daughters who might be interested in family firms lack formal and 
targeted education. Those who are likely to have access to formal education may lack business-
related education that provides specialised skills required of a successful family business 
leader. This engenders professional inconsistencies and inadequate preparation in daughters 
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for leadership roles. A female founder-CEO who operates a large group of schools and believes 
that, “in our own business in our family, it can be anybody; I don't have any predisposition or 
disposition as to who succeeds me” suggests that,  
Operating a school business requires certain skills… rather than culture, specialised education 
plays an important role in my succession decisions…it is a prerequisite… that would have 
happened [female succession] if at least she [my daughter] at least, had a Diploma in education 
… unfortunate that's not the case now [Regina] 
When women study specific functional areas of a family firm, they tend to develop appropriate 
levels of competence and a vision of sustaining the business, which makes them strong 
contenders for succession.  Meanwhile, a lack of targeted education might have informed the 
self-determination among daughters, where  
“More females like myself are also taking up the roles of educating themselves, going into 
business school, building careers like me, even my father’s company …now say that, if she can 
achieve much without favouritism or anyone knowing her, why can't she be here?  ” [Nike] 
As reported earlier, the practice of female exclusion in family business succession is double-
edged, because apart from the sociological and psychological implications, it leads daughters 
to empower themselves. First, daughters either have to remain in the family business and deal 
with the effects of post-succession decision or chart their own career pathways when excluded 
from family business succession. Second, when the expected support from founder-CEOs and 
those they look up to for leadership are lacking, they as well have to accept their marginal and 
invisible roles or find alternative ways of empowering themselves. In many instances, they 
chose the latter.  
 
Not the first-born but the competent-born  
“Succession is not really about the first born or the last born. It is about the competent-born” 
[Nike] 
My result revealed that the enduring traditional practices are likely to fade if there are 
competent daughters. This is not counterintuitive to earlier findings on primogeniture, which 
suggests that the practices are here to stay. Female business owners acknowledged that things 
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are changing. Female founder-CEOs recognised that when excluded from succession, 
daughters should stand up for themselves. An example is Nike, who, having been excluded 
from succession, decided to chart her own career path outside the family business. She 
currently leads a chain of fast food restaurants across 4 states in Nigeria. Nike explained:  
Many things are changing. Before now for someone like me, they [the parents and the society] 
would have looked down on me. You know when I was starting out my business; my mother 
[not the founder-CEO who was the father] was actually…the first investors. She has always 
been someone that I wanted to do many things with, as in, try out a couple of things. At first, 
she did not get it. She later saw that I was determined and tilted towards [doing my own 
business]… I have to really stand out for myself and say that this is what I wanted to do. Many 
daughters are not like that.  
Furthermore, Nike said, “when my business started yielding... it changed their perception 
that…if she can do this, then, we sure can encourage more daughters to go in that path as well”. 
Therefore, she believes that her daughter, provided she is competent, will get her blessings to 
lead her business once she steps down as the CEO. According to her, getting married and 
having kids is not what makes a woman fulfilled. Rather, it is fulfilling their potential. She 
explained: 
You know here [in Africa], the ultimate way to succeed as a female is to have a husband and 
have children and you do not really have to have many dreams. Just have children, have 
husband, and maintain the home front… Now, the dynamics are changing. So, I think more 
females are going to be encouraged to do more to dream, to not think of themselves as someone 
that as soon as you are ready just go get married and leave the business for the men to run.  
Male founder-CEOs also expressed the same view that the cultural pattern or orientation to 
transition in family businesses is likely to change.  
“It is changing …because a lot of people are looking into it. Many females are not limiting 
themselves or boxing themselves into that system anymore. They are breaking out and breaking 
away and breaking free” [Adam] 
To be successful at succession, instead of gender or birth order, founder-CEOs should focus 
more on competence.  
As long as I have an active business that is profitable, my philosophy is that business owners 
can even get someone entirely different [non-family member] to manage the business and make 
it successful, if the person is competent and the children are not... [Patricia].  
Although outside the scope of this study, the kind of succession strategy suggested by Patricia 
is very unpopular and uncommon in the sub-Saharan African region due to “trust issues”. 
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However, if adopted, like in most Western countries, it ensures the continuity and perpetuation 
of the business and the business owner’s legacy instead of appointing an incompetent child 
who will likely run down the business. Although this study did not identify any non-family 
member designated as successor, there are indications of such businesses in Nigeria, South 
Africa, Ghana and other sub-Saharan Africa countries, most of which have complex structure, 
systems and processes in place and have grown to become multi-national companies. Examples 
include Dangote Industries Ltd (Nigeria) and Remgro Ltd (South Africa). 
 
4.6.4 Succession decision within female-owned family firms 
This research also addressed Dugan et al.’s (2011) call for research with regard to how 
succession and ownership transfer unfolds when women are at the helm in female-owned 
family firms. Apart from legitimising TSPs, results revealed that female founder-CEOs believe 
in creating a level playing field through mentoring. However, given my observation, I noticed 
that the idea of equal opportunity in employment practices, in this instance, female succession 
was only in theory, not in practice, because I could not identify a daughter designated as 
successor. As mentioned earlier, the two daughters whom I interviewed expressed great 
concerns that the business leadership might eventually slip to their brothers. According to 
Chidimma, whose mother has a group of schools, asserted,  
“My mother decides [who succeeds her]...it’s tricky because my younger brother also 
works in another campus [of the business]”.  
Although the founder-CEOs claimed that their daughters are being groomed and mentored to 
take over the reins, in particular, familiarising them with the business idiosyncrasies, none of 
these female founder-CEOs ended up appointing their daughters as CEOs. Another founder-
CEO pointed out that,  
Upon my daughter’s return to Nigeria from the United States of America, and having come 
under a wide range of foreign influences, I would not let her function at the top but made her a 
Business Development Manager. [Dupe] 
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Dupe’s decision not to let her daughter function at the top could be probably be a strategy to 
provide her necessary developmental growth within the family firm system. Nonetheless, the 
Harvard-trained Dele, a second generation CEO was confident of a differing experience as he 
is committed to handing the business over to his younger sister, who works closely with him 
and whom he is currently grooming and mentoring. He detailed programs (such as governing 
rules and family policies) that the family have in place to ensure smooth transition. Succession 
planning must be deliberate and intentional. In comparing his father’s transgenerational 
intention and succession decision with his, Dele pointed out that he will do things differently 
because he knows better.  
Right now, we are working on our family protocols… currently putting together the family 
business policies, not for the business but for the family.  
The family protocol includes how the family is going to be making decisions and what will be 
the requirement for anyone who plans to work in the business. It also includes the selection 
criteria to choose a successor for leadership. According to him, “all those things have to be 
deliberately decided early and those are some of the things that we’re currently working on, 
basically, just putting in a structure around family business from the family point of view”  
 Besides, he pointed to the need for a family meeting, as this tends to make transition 
relatively easier.  
It's a family conference; this was last year, so, my two sisters that are working in the business, 
my dad and my mum, and I attended… I have been exposed to family business management, 
in the program I studied at Harvard Business School so all of that now we are trying to see how 
we can implement. 
The best time to plan succession is when there is no conflict in the family. There is a need to 
put some structures in place around the family business especially when things are going well 
and everybody is happy with everybody.  
I cannot vouch hundred percent for who my sisters will get married to and cannot vouch for 
who they [my sisters] will get married to. … now that there is no conflict within the family is 
the best time to put all the necessary systems, protocols, structure in place so that if there is 
conflict [in the future], I would not have to start trying to figure out how to resolve it and go 
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back to what we all agreed. Therefore, that is the area where he [my father, the first generation 
owner] did not know, so he did not do.   
 
4.7 Discussion  
My results reveal that daughter’s succession in family firms is not limited to the notions 
of cultural fit that undermines female representations, but also interacting factors such as 
masculine leadership construct that limits women’s participations and/or engagements. 
Founder CEO’s successor choice fundamentally depends on many factors, which includes (1) 
successor’s personal characteristics, (2) successor’s interest in the business, (3) successor’s 
possession of specialised (idiosyncratic) knowledge of the business, (4) and ‘Others’ (such as 
the level/type of education, career goal alignment).  
My findings revealed that the major obstacle to women becoming family firm leaders 
in post-colonial Africa is primarily structural, where the social norms and practices are 
gendered to varying degrees. This is consistent with previous Western-based studies (See Vial 
et al., 2016; Brescoll, 2016; Shields & Shields, 2002; Heilman, 2001), which show that women 
have to deal with structural problems in attaining and consolidating leadership roles. These 
problems may include access to equivalent education as males, the allocation of parenting and 
other domestic tasks within homes, gendered career openings, and cultural practices within 
organisations - including work-life balance. Therefore, nations that have open access to high 
quality education, legally enforceable anti-discrimination requirements, and social norms that 
encourage equivalent parental responsibilities are much more likely to have high levels of 
female participation and appointment as family business leader. However, these qualities are 
lacking and unequivocally unimpressive in SSA region. 
Daughters identify less with the family business when excluded from family business 
succession. As established in Paper 1, identification with the family and the business occurs 
when in terms of membership; the next-generation members define themselves as accepting 
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the family and the business’s mission, vision, and objectives (Davis et al., 1997). Previous 
research suggests that through identification, an organisation such as a family firm becomes an 
extension of the stakeholders’ psychological structure (Brown, 1969), which consequently 
produces satisfying outcomes such as daughter’s interest to pursue a career within the family 
business. A daughter who identifies with the family business personalises and interprets 
comments about the business as referring also to herself. Besides, identifying with the family 
firm allows her vicariously to take credit for its successes and to experience frustration for its 
failures. In particular, identifying daughters attribute organisational success to themselves 
(Restubog, Florentino, & Garcia, 2010). In fact, Davis et al. (1997) view organisational 
identification as consistent with stewardship. Given the propensity to take credit for 
organisational success, research (see Dhaenens, Marler, Vardaman, & Chrisman, 2018; Gagné, 
Sharma, & De Massis, 2014) revealed that identification tends to increase work-related 
satisfaction and enhances self-image and self-concept (see Sussmann & Vecchio, 1982).  
In addition to organisational identification, the sub-Saharan African women’s call for 
inclusion – an equal opportunity and a level playing field, not bound by normative gendered 
roles and patriarchal structures, induces organisational citizenship behaviour (Hui, Lee, & 
Wang, 2015). Having internalised the organisational vision and goals, an identifying daughter 
works towards its actualisation by overcoming barriers that may prevent the successful 
completion of tasks and assignments (Bass, 1960). When daughters identify with the family 
business, they readily engage in cooperative, altruistic and, spontaneous unrewarded 
organisational citizenship behaviours. Hence, to succeed in their leadership roles, daughters 
must be empowered to perform their jobs as this enables them to use their initiative to promote 
the success of the business and the family.   
Daughters’ continuance and normative commitment, discussed more extensively in 
Paper 3, is enhanced when given the opportunity to express themselves in family businesses. 
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In this instance, continuance commitment deals with the next-generation members’ desire to 
remain in the organisation, and normative value commitment relates to their belief in and 
acceptance of the organisational goals. The latter dimension, which closely relates to the notion 
of identification, is an essential component of the psychological profile of a steward. 
Commitment, a relating concept to organisational identification, is the binding force between 
next-generation members and their obligations to the incumbents and the family firms (Garcia, 
Sharma, De Massis, Wright, & Scholes, 2019; Pearson, Bergiel, & Barnett, 2014). In the family 
business context, organisational commitment defines the strength of the individual’s 
identification with, and involvement in the family firm (see Paper 3). To a large extent, family 
business researchers such as Richards, Kammerlander, & Zellweger (2019) believe that 
commitment constitutes next-generation members’ motivation (and inspiration) to perpetuate 
the family business legacy when they accept to lead the firm (Dhaenens, Marler, Vardaman, & 
Chrisman, 2018; Pearson, Bergiel, & Barnett, 2014).  
Emerging literature contends that provided the situational and contextual variables are 
homogenous, men and women tend to espouse similar leadership style (Welbourne et al., 
2012). This suggests that the predominance enjoyed by SSA men in family business succession 
is likely due to significance assigned to male stereotype. When the culture and structure of 
family firms are largely defined from a masculine perspective; and founder-CEOs subsequently 
espouse masculine management and leadership style (Stanford et al., 1995), unconscious 
stereotype sets in and women are likely overlooked as contenders for leadership role.  
My result revealed that rather than the level of education, founder-CEOs should focus 
on the type of education. When women study specific functional areas of a family firm, they 
tend to develop appropriate levels of competence and a vision of sustaining the business, which 
makes them strong contenders for succession. Previous research suggests that the amount of 
training acquired by male children is greater than for female children (see Dolinsky, Caputo, 
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Pasumarty, & Quazi, 1993; Neider, 1987) and that more men graduate from technical and 
business-related subjects (Huarng, Mas-Tur, & Yu, 2012).  
Drawing upon role incongruity theory and my findings, gender stereotype research 
reveals that while men identify more with agentic qualities (such as assertiveness and 
instrumentality), women are associated with communal qualities (such as selflessness, warmth, 
gentleness) (Deaux & Kite, 1993). Although agentic qualities are perceived as necessary 
qualities for most occupations, communal qualities are, however, more likely to be related to 
characteristics of successful family firm business leaders. This is because women’s 
participative leadership and acquired knowledge gained from other occupations and their 
private lives can prove useful in managing family firms. Relatedly, daughters’ occupational 
and developmental experiences and greater ability to build and sustain relationships qualifies 
them as potentially effective family business leaders. This is consistent with previous research 
on occupational (and gender-role) stereotyping, which suggests that women are more self-
confident, flexible, tolerant and careful in operating the family business (Sigh et al., 2001). 
More so, daughters are able to perceive business opportunities differently, provide new 
management approaches and alternative interventions to problems faced in family firms 
(Brush, 1992; Huarng et al., 2012; Sigh et al., 2001). As revealed in Paper 1, women’s 
occupational experience, which involves marketing, production and family business (Lee et al, 
2006), is in principle beneficial in managing family firms. Consequently, the experience not 
only makes them strong contenders for succession, but also provides them with the required 
practical expertise for managing family business activities (Welbourne et al., 2012).  
Following Due and Alvesson (2000), this study identified three challenges about the 
notion of female leadership in SSA family firms. The first relates to the basis of feminine 
leadership: that if women’s particular skills are transferable and advantageous for family 
businesses, then there should be a division of labour in managing the family firms. This is 
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seemingly the call for equal opportunity by women who participated in this research. The 
second challenge relates to integrating feminine leadership with instrumental concerns: 
whether women’s social skills because of multiple home and work activities are fully 
transferable to family firms. The third concern emerges from feminine leadership as 
stereotyping. While difference exists between men and women, it appears to be exaggerated in 
sub-Saharan African region, whereas the same difference also exists within categories that 
might be more salient.  
 
4.8 Suggestions and future research 
This paper is significant in many ways. To understand daughters’ experiences of 
traditional succession decision, I believe it is vital to appraise their experiences within both the 
family and the business, and the overlap between the two systems. This study does not examine 
this. However, given the sociological and psychological implications revealed in this paper, I 
believe that a phenomenographic research that examines daughters’ pre-succession career 
behaviour and post-succession career adjustment and/or intentions might be ideal for such 
investigation. Following this, subsequent research might investigate whether daughters’ 
exclusion is related to their wellbeing. For example, a similar Australian-based research that I 
conducted deal with employees’ emotional responses and coping mechanism in SMEs (see 
Orole, et. al, 2019). 
Although communal qualities are suitable for the family business and can more easily 
translate into a transformational leadership style (Fletcher, 2004; Vial et al., 2016; Vinkenburg, 
et al., 2011), the contemporary rise of the female advantage (Eagly & Carli, 2003; Fletcher, 
2004; Vecchio, 2002), which suggests that women’s communal qualities “fosters greater 
effectiveness” (Vecchio, 2002, p. 647) through empowering employees, offering greater 
collaboration and interactivity, and building relationships should be further investigated. This 
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is because of a clear potential problem of gender essentialism (Joyce & Walker, 2015), which 
could rebound negatively in SSA family firms.  
Rather than competence and values that women bring to their roles, my results revealed 
that the gender-role orientation is operationalised based on how strongly women are 
“instrumental” and how this perception influences their selection as family firm successors. 
More recently, however, selection criteria have focused on next-generation’s abilities such as 
proven skills and occupational experience (Overbeke et al., 2015b) which family business 
scholars (see Barach, Gantisky, Carson, & Doochin, 1988; Chrisman, Chua, & Sharma, 1998) 
believe fosters successors’ legitimacy and credibility and are also positively linked to 
successful succession. Essentially, attributes such as commitment to family firms are more 
important than gender Chrisman et al. (1998). Following the above and the stereotypical beliefs 
about female leadership in sub-Saharan Africa, daughters interested in succeeding that parents 
in family businesses will be better positioned when they blend individualised consideration and 
inspirational motivation behaviours (Vinkenburg et al., 2011).  
The debate on the level and/or type of education is relevant and important. However, 
as pointed out in Paper 1, colonialism and religion have imposed uncompromising limits on 
gender perception in the African psyche (Hammond & Jablow, 1992). Consequently, the 
disempowering and emasculating colonial ideology of domesticity as embraced by the practice 
of “housewification”, and religious absolutist views constitute a challenge in dealing with the 
unevenness and imbalance in women’s education (Gaidzanwa, 1992). Therefore, gender 
disparity in education should be addressed, where in many respect, female education 
significantly lags behind males’ education. Given that previous study revealed that compared 
to 57% of disabled males, only 37% of disabled females are literate (Ogunjuyigbe, Ojofeitimi, 
& Akinlo, 2006). Thus, future research may examine visible gender disparity in the education 
of children, in particular, those with disabilities.  
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There is a high number of young female entrepreneurs in Africa (Acquaah, 2016; 
Onuoha 2013). Although I do not have the statistics to support this claim, based on unstructured 
observation and personal experience, there appears to be a high number of daughters working 
in these family businesses. I predict that the number will continue to rise, especially given the 
high unemployment rate in the region. However, this will need to be confirmed by subsequent 
research, which might want to examine daughter’s post-succession intentions. Two related 
questions for such exploration could be, following exclusion from family business succession, 
are daughters more likely to exit the family business. This is important, considering that, my 
finding suggest such possibility. Relatedly, as suggested earlier, parents either bridge the gap 
or continue risking business collapse when sons, especially uninterested or unavailable first-
borns are appointed to lead the family firms.    
A surprising finding in this study is that, of the businesses that have experienced 
transgenerational transfer, already have successor-designate, or are currently grooming a 
successor, the successors are mostly second-born sons. This is one research area that future 
research may want to explore. Could it be that African founder-CEOs are encouraging their 
first-born sons to take up professional careers in specialised fields outside of the family 
business?   
Family business processes, structures and systems are evolving in sub-Saharan African 
family businesses. As a result, it is expected that the key players within them also change. 
Daughters are rising and aspiring for more. While the importance of culture in any society 
cannot be discounted, founder-CEOs must recognise and gradually embrace inclusive policies 
that provide a platform for daughters to express themselves in the family firms and eventually 
be selected to lead the business if they are qualified to. Otherwise, parents will continue to lose 
the next-generation members, as they tend to look elsewhere to express their talents. As pointed 
out in my Paper 2, when threatened or frightened, children approach their attachment figures, 
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in this instance, the founder-CEOs, for comfort, security, and reassurance. However, children 
are presented with an insoluble dilemma if the attachment figure is the cause of the threat and/or 
unavailable to provide reassurance and a sense of security. In principle, this can explain the 
disinterest in daughters when denied the opportunity of succeeding their parents, their interest 
in involving in the family business deteriorate [a post-succession research may be needed on 
daughters engagement when they are excluded and their brothers end up taking over the family 
business as the CEO]. 
Succession decisions should be de-gendered. This calls for a merit-based model, which 
is transformative, empowering, and emancipatory. First, founder-CEOs’ transformative 
decisions are focused on successor’s knowledge, skill, and value, which transcends multiplicity 
of factors that limits female successions. To be transformative in their decision, founder-CEOs 
need to be reflectively able to decide who best qualifies for a leadership role and are able to 
implement their decisions effectively without triggering post-succession conflicts among 
prospective and/or aspiring successors. Second, an empowering decision acknowledges the 
legitimacy of cultural roles and founder-CEOs’ desires to perpetuate a legacy but conscientious 
efforts is made to empower daughters as much as sons. As established earlier, culture and 
gender have their roles in family business succession. However, founder-CEOs need to build 
bridges of meaningfulness between traditional succession patterns (such as primogeniture and 
gender hierarchy) and more efficient, merit-based succession models. This is particularly 
important because the nuanced of the daughters’ selection as family business leaders 
significantly contribute to the thriving and continuity of the business. Therefore, an 
empowering succession decision would recognise women’s advantage and invalidate their 
diminishing role in family business leadership. Further, founder-CEOs must provide an equal 
opportunities for their offspring to demonstrate their experiences in the business.  
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Third, succession decisions have to be emancipatory. It is psychologically liberating 
when succession decisions are emancipatory. My findings reveal that female exclusion (and 
marginal role) in family firms is not limited to prejudice - “unfair evaluation of a group of 
people based on stereotypical judgments of the group rather than the behaviour or qualifications 
of its individual members” (Eagly & Carli, 2003, p. 818), but also on many other factors. Given 
this, instead of culture-informed (and induced) decisions, the founder-CEO should be 
committed to the pursuit of the right and well-defined people characteristics.    
Further, a blend of masculine and enhanced feminine characteristics can further 
symbiotic and collaborative decision-making in family firms. If the aim of a family firm is to 
connect, learn, share, and evolve, then, appointing daughters as family firm leaders could be 
embraced with positive effect. This is particularly important, given that it fosters a culture for 
creativity, inclusiveness, collaboration and supportive competition within the family and the 
business. Therefore, rather than a focus on developing daughters to be female leaders in family 
firms, I suggest that effort be put into empowering the next-generation members regardless of 
their gender or birth order. Family businesses should be committed to creating this culture 
and/or mindset that provides for daughters’ empowerment in their succession plans. Likewise, 
policy and decisions makers should work strategically to promote the need for empowering 
daughters. This effort can start with education to provide an equal playing field for both male 
and female child. Finally, empowering daughters is an innovative and service-oriented 
approach to business and community. This is particularly important, given that attention is 
shifting from pleasing shareholders to customer and/or consumer satisfaction, where 
daughters’ strengths can be greatly harnessed in family firms. 
Finally, by suggesting that women’s occupational experience can provide them with 
required practical expertise for managing family business activities, I added to research on 
entrepreneurial engagement. Likewise, I predict that provided daughters possess requisite 
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occupational and sectorial experience to lead the family business, they should be provided the 
opportunity to express themselves within the family and the business. This is particularly 
important, given that under the same context and situation, there is no difference in men and 
women level of acquiring occupational experience (Welbourne et al., 2012).  
 
4.9 Implications for theory   
The results of this study offer their theoretical implications for research on gender and 
family firm members’ behaviour, and organisational identification.   
The sociological and psychological effects of exclusion in family business succession 
revealed six themes that researchers and practitioners interested in gender research in family 
firm should find very useful. These themes include; gender (in)equality and (in)equity in the 
succession, gender role and identity, male superiority and female subservience, 
primogeniture’s endurance, legitimisation of traditional succession decision, and younger 
generation daughters are not getting boxed-in.  
Furthermore, I reply to Dugan et al.’s (2011) call for research with regard to how 
ownership transfer unfolds when women are in control of family firms. My results revealed 
that female-CEOs in sub-Saharan African family firms add legitimacy to the deeply entrenched 
traditional practices of primogeniture and birth order, where evidently the succession plans 
they have in place is incongruous with their intentions of handing the businesses over to 
qualified daughters.  Despite the general call for inclusion and a level playing field, my results 
revealed that within masculine male dominated sub-Saharan African culture, there is marginal 
desire to deviate from the behavioural norms, which not only negatively affects the 
organisational and societal structures, but also create sociological psychological barriers, which 
includes the attitudes of discrimination against women in family business succession. 
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Drawing on my results, I contribute to organisational identification research by 
suggesting that the enduring traditional practices are fading and consequently leading daughters 
and those who feel marginalised from playing active roles and in particular, leading the family 
business, to identify less with the family business. Indeed, the feeling of exclusion engenders 
a self-determined younger generation of daughters who in most cases will depart the family 
business to pursue their careers elsewhere. Contrarily, when daughters identify with the family 
business, they readily engage in cooperative, altruistic and, spontaneous unrewarded 
organisational citizenship behaviours. Furthermore, I contribute to organisational identification 
research by suggesting that identification with family business successes can particularly foster 
a long-term orientation in the next-generation members (Breton‐Miller & Miller, 2009). This 
is particularly important given that identity and sense of pride in the family firm can be 
activated when founder-CEOs use behavioural modelling of verbal and non-verbal 
communication of pride in, attachment to, and a sense of fulfilling careers in the family 
business (Litz, 2012; Sharma & Irving, 2005).  
In line with the above, I contribute to the debate on convergence of work and family 
roles. Next-generation members who identify less with an organisation other than the family 
business tend to experience a lack of convergence of work and role (Sharma & Irving, 2005, 
p. 20). Consequently, they become disinterested in pursuing a career within their family 
businesses. With affective relationship and strong emotional bonds, I believe that incumbents 
are able to create in next-generation members a sense of role or occupational identity and 
forming a dream (Levinson, 1976). To do this, founder-CEOs should repeatedly share the 
overarching family values and visualisation of embedded benefits of next-generation members’ 
involvement in the family business.    
Previous research has suggested that children are cynical about joining family 
businesses due largely to a lack of autonomy (see Sieger, Fueglistaller, & Zellweger, 2016; 
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Zellweger, Sieger, & Halter, 2011). I contribute to this debate by suggesting that the sense of 
affiliation with the family business stimulates feelings of support capable of triggering a sense 
of reciprocity in daughters. A related contribution is that daughters who identify with the family 
firm develops confidence in their entrepreneurial abilities and consequently enjoy a fulfilling 
careers (Garcia et al., 2019; Dawson, Sharma, Irving, Marcus, & Chirico, 2015). Following 
this, next-generation members with differing career interests can make adjustment to align the 
family firm more closely to their aspirations and competencies. This is consistent with previous 
research (see Garcia et al., 2019, Dhaenens et al., 2018) that suggests that greater alignment 
between the successors’ career interests and personal needs with opportunities provided by the 
family firm, the more likely they are to engage in and take over the family firm.  
Finally, I also suggest two contradictory-yet-interrelated mechanisms of how traditional 
succession decisions affect daughters’ engagement in family firms. First, my results reveal that 
when daughters perceive that there is inclusion in succession planning processes, their intention 
to remain and participate in the family business increases. This suggests that inclusive 
transgenerational intentions helps next-generation members to develop shared expectation into 
the future of the business and “enable evolvement of a common organisational cognition among 
them” (Tseitlin, 2016, p. 140). This is particularly important, because a culture of inclusion 
anchored on the interdependence and interconnectedness of enduring and frequent interactions 
between participants qualifies both business and family relationships as close relationships. 
Hence, people’s behaviours and the degree of emotions are more mutually, exclusively, and 
causally interconnected in a family relationship.  Conversely, when daughters perceive a lack 
of inclusion, the result is decreased levels of identification with the family firm, which 
consequently constitutes a threat to perceived positive family identity. My results show that 
daughters’ disengagement due to exclusion also signals disharmony between family members, 
and hence, putting the long-term family character of the business at peril. This supports my 
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conclusion that transgenerational aspects of familiness are crucial for participating family 
members because the loss of family-related firm identity engenders uncertainty about the 
perpetuation or continuity of the family firm.   
 
4.10 Managerial relevance 
My findings impact the practice of management in many ways. First, I contribute to the 
CEO turnover literature in family business (Parrino, 1997; Weisbach, 1988), where daughters 
may detached from involving in and/or pursuing a career in the family business. Therefore, 
founder-CEOs should thoughtfully reflect on why their succession decisions lead to certain 
outcomes. This is crucial because previous research on management decision-making fosters 
decisions based on intuition (Klein, 1998). While wealth creation and the longevity of the 
business is crucial, founder-CEOs should take into consideration the family communal 
relationship, which tends to define and characterise family businesses. This is particularly 
important, given the issues around distress, the potential for adverse consequences, and the fact 
that family business succession is an emotionally charged process.  
The next generation members constitute a key asset for family firms. However, selecting 
valuable human capital within the firm poses a great challenge to the incumbents (Chua et al., 
2003). Therefore, the results of this study provide specific guidance for founder-CEOs and 
next-generation members of SSA family firm about their decisions on how to formulate long-
term enduring succession plans, ensure that the businesses outlives them, and prominently 
express and communicate transgenerational intentions within the family and the business. My 
findings reveal that the perception of support and cohesion fosters organisational identification 
with the firms and the next-generation members’, in this instance, daughters’ intention to stay. 
Thus, in order to bind next-generation members to the firm, I suggest that the founder-CEOs 
should use targeted instrumentalisation of the transgenerational orientation to fosters highly 
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desirable organisational attributes such as affective organisational commitment, decreased 
turnover, and enhanced citizenship behaviour among children who participate in the family 
business.  
Further, based on my findings, I advise that participating family members should be 
open early about their intentions to keep the ownership and management within the family 
control. By doing so, they are able to support the shared vision and strengthen their desire to 
stay associated and remain committed to the business. As revealed in this study, given that 
most subsistence family firms in sub-Saharan African do not have shared vision, let alone a 
succession plan, founder-CEOs will do a great service to their companies by formulating one.  
The sub-Saharan African family firm lacks inclusive leadership. To experience 
intergenerational transfer, they need a leader who is able to recognise that there is a gap, for 
example, the presumable tension and psychological effect of underrepresentation and exclusion 
in the family business, and attempts to fill that gap. Given the four cases presented in this study 
where successful succession occurred, all had institutionalised family values within the family 
business. Family firms should create and agree on family laws and governing rules of inclusion, 
especially, with regard to succession planning. Any such governance rule must be constructive 
in managing diversity and differences in a way that supports family harmony and peace, 
security and economic prosperity of the family business. Attributes of such inclusive rules are 
presented in this study as transformative, empowering, and psychologically emancipatory. I 
believe that this can also help prevent tension within the family and the business. However, I 
caution that the levers of inclusion can be double-edged, given that they can as well serve as 
instruments for exclusion.  
Given the size, age, and other factors examined in this study, leadership succession and 
implementation, influenced by cultural factors, is in its infancy among SSA family firms. 
Regardless, this presents the entrepreneurs in the region to develop not only competence by the 
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special quality that I labelled as founder-CEO sophistication in this study. This is particularly 
important, considering that for a successful transition to occur, the family firms need must 
commit to a succession plan that is implementable, where the most qualified candidates are 
selected to lead the FOBs. However, despite the perceived sophistication due to founder-CEOs’ 
level of education and exposure to Western influences, cultural influence in leadership 
succession differ significantly across region, conscientious effort must be made toward 
dismantling gendered assumptions that have characterise organisational power structures and 
family firms’ capacity to survive and thrive due to female talent loss. Additionally, founder-
CEOs should thoughtfully reflect on why their succession decisions lead to certain outcomes 
and be committed to the pursuit of the right and well-defined people characteristics. This is 
because my results also noted that the problem associated with female talent loss is that an 
incompetent son may end up inheriting a blooming family business, which he may be unable 
to sustain and manage adequately. Likewise, the danger of handing the business to a male child 
is complacency, whereby the son relents on improving and qualifying himself for the leadership 
position.     
 
4.11 Concluding remarks 
While the current paper cannot be generalised, I suggest interregional comparison in 
Africa and other developing countries, where complementary research examine psychological 
effects of exclusion and how patriarchal structures shape women’s experiences and 
involvement in family businesses. Relatedly, I believe that more research is needed on the 
conditioning factors of women’s entrepreneurial potential and advantages in family firms.  
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My contribution to Paper 3, “Attachment Theory and Mentoring Process in Family 
Firms: Toward an Understanding of Child-Disincentive Tendencies and Idiosyncratic 
Knowledge” was 70 percent. Following the findings in Papers 1 and 2, I theorised micro-level 
processes, in this instance, mentee attachment style and mentor-mentee relationship quality, 
involved in founder-CEO’s attempts to transfer (meso-level) family-firm knowledge to their 
nominated successor(s). My advisors contributed to the critical revision and edition of the 
multiple drafts included in this thesis. Their challenging feedback and comments on the 
conclusions drawn ensured logical, well-supported, and effectively communicated findings.    
  
 132 
 
CHAPTER 5 (PAPER 3): ATTACHMENT THEORY AND 
MENTORING PROCESS IN FAMILY FIRMS: TOWARD AN 
UNDERSTANDING OF CHILD-DISINCENTIVE 
TENDENCIES AND IDIOSYNCRATIC KNOWLEDGE3 
5.1 Nexus to previous chapters 
In Chapter 3 (Paper 1), my findings revealed that within an uncompromisingly masculine 
sub-Saharan African culture, there is marginal desire to deviate from the behavioural norms, 
which not only negatively affects the organisational and societal structures, but also creates 
sociological and psychological problems, which includes the attitudes of discrimination against 
women (and non-first-born children) in family business succession. Along the way, the paper 
suggested that daughters are psychologically affected when faced with diminished legitimacy 
and a resistive culture. In response, they tend to lower their expectations of control, influence 
and selection to lead the family business, notwithstanding the reduced assertiveness and goal-
focused behaviour, which includes behavioural outcomes such as disinterest in pursuing a 
career in the family firm.  
In Chapter 4 (Paper 2), I presented four cases of successful succession. An example 
was Goodluck, who appointed his second-born son with commendable career progression 
within the family business as his successor. According to him,  
I was insistent that all my children are well grounded academically. While in the United States, 
he further garnered hands-on experience at similar companies. His stint at those ‘competing’ 
companies exposed him to the set up and the operations of a vast dealership network across the 
continental United States. Upon his return from the United States and having come under a 
wide range of foreign influences, I would still not put him in charge of the business. I made him 
                                                 
3 The paper is currently at the ‘Revise and Resubmit’ stage with the Family Business Review. The Editor-in-Chief 
described the paper as interesting and influential, and that both reviewers “believe that the paper has merit. They 
emphasize that the topic is interesting and relevant. Moreover, they applaud you for the novelty of your ideas and 
see a potential contribution in your work” The timely and thoughtful comments and feedback from the Reviewers, 
specifically on the introduction of key concepts, attachment theory as a lens to explaining mentoring outcomes, 
and framing of propositions, have significantly improved this Chapter and my entire dissertation.  
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the Business Development Manager where he was also in charge of strategic planning 
functions.  
Apart from Goodluck, other founder-CEOs with successful succession emphasised mentoring, 
especially at the formative years, as instrumental in activating their successor’s engagement in 
the family business. One even described his, “last born son that I have groomed to succeed me 
is very much interested in the business… and of course, he is my best friend” 
In this chapter (Paper 3), I present a multi-disciplinary exploration of mentoring in 
family firms, drawing from psychological and sociological insights into mentoring, 
organisational behaviour, family studies and family business. Given the contributory factors of 
TSPs and their implications presented in Papers 1 and 2, this paper addresses my Research 
question 3: how does a mentoring relationship mitigate CDT and psychological effects of 
exclusion in SSA family firms?  Therefore, I examine the relationship between mentoring and 
the next-generation members’ reluctance and unwillingness to engage in the family business. 
Given that data-specific and context-dependent multi-level research helps researchers to 
develop propositions from the findings, in this instance, Papers 1 and 2, I present a set of 
propositions, which extends attachment theory mentoring and attachment scholarship in two 
ways. First, I emphasise that early mentoring relationship fosters normative and continuance 
commitment from next-generation members; and second, that attachment theory provides a 
credible theoretical framework for understanding next-generation members’ (non)involvement 
in family firms.    
 
5.2 Introduction 
A major concern for business incumbents is the child-disincentive tendency [CDT], a 
core consideration of human resource management and succession planning, which refers to 
next-generation members’ reluctance and/or unwillingness to accept a leadership role, pursue 
a career in, and/or take over the family business (Nordqvist, Sharma, & Chirico, 2014; Sharma, 
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Chrisman, & Chua, 2012). Many incumbents view the prospect of dealing with CDT with the 
same enthusiasm as Prometheus awaiting the daily arrival of the eagle, sent by the gods to peck 
at his liver: a perennial problem that implicates organisational commitment. In this paper, I 
describe commitment as the binding force between next-generation members and their 
obligations to the incumbents and the family firms (Garcia, Sharma, De Massis, Wright, & 
Scholes, 2019; Pearson, Bergiel, & Barnett, 2014). To a large extent, family business 
researchers such as Richards, Kammerlander, & Zellweger (2019) believe that commitment 
constitutes next-generation members’ motivation (and inspiration) to perpetuate the family 
business when they accept to lead the firm (Dhaenens, Marler, Vardaman, & Chrisman, 2018; 
Pearson, Bergiel, & Barnett, 2014).     
In the family business context, mentoring is an emotionally and developmentally 
oriented relational experience wherein a more experienced individual (the mentor) provides 
direction and feedback on a less experienced (protégé’s) individual’s personal development 
and career plans (Dhaenens et al., 2018; Turban & Lee, 2007; Allen, Eby, Poteet, Lentz, & 
Lima, 2004). Indeed, the mentor contributes to protégés’ professional development through 
psychosocial support (e.g. counselling, friendship), career-related support (e.g. sponsorship, 
challenging work assignment, coaching, and visibility), and role modelling (Wang, Tomlinson, 
& Noe, 2010; Lamm & Harder, 2009; Higgins & Kram, 2001). The result is positive work 
attitudes and career success (Wang et al., 2010). Likewise, mentoring support facilitates 
protégés’ personal development and sense of competence, and enhances career choice 
satisfaction and identity with the family firm (Dhaenens et al., 2018, Wang et al., 2010). 
Reciprocally, research suggests that the protégé demonstrates commitment to the firm 
(Dhaenens et al., 2018; Allen & Shanock, 2013). Because research indicates that ‘willing’ 
protégés are less likely to abandon the family firms (Dhaenens et al., 2018; Garcia et al., 2019) 
it is reasonable to assume that the quality of next-generation members’ relationship with the 
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incumbent correlates with their commitment and intentions to pursue careers in the family 
business (Garcia et al., 2019; Sharma & Irving, 2005).  
In this paper, I explore the anchoring question: how does a mentoring relationship 
mitigate CDT and psychological effects of exclusion in SSA family firms? I adopt attachment 
theory to investigate how mentoring influences engagement by conceptualising the relationship 
between attachment styles, knowledge transfer and acquisition, and succession intentions. 
Research on attachment theory, as the dimension of next-generation member succession 
intentions and idiosyncratic knowledge transfer/acquisition, to my knowledge, has not been 
investigated in a family business context, let alone sub-Saharan African context. Because 
leadership succession determines the future organisational path, family firm research has 
examined the succession process, in particular, factors that enhance or impede intergenerational 
transference of leadership responsibilities. The literature overwhelmingly reveals that 
incumbents’ desire and preference to hand over leadership responsibility to their offspring 
punctuate this research stream. Although, successors’ willingness to take over family firms has 
received substantial consideration, what is lacking is a conceptual debate that advances our 
understanding of the relationship between mentoring, CDT, and idiosyncratic knowledge in 
family firms. Therefore, by using the lens of attachment theory (AT) to examine mentoring, I 
reveal the underlying mechanisms that shape next-generation members’ engagement with the 
incumbent, in this instance, the founder-CEO and the family firms (Garcia et al., 2019; Wang, 
Greenberger, Noe, & Fan, 2017). 
In this paper, I posit that attachment theory not only constitutes a sound theoretical 
rationale for understanding interpersonal interaction in close relationships, but also is a 
promising theory to conceptualise the relationship between mentoring, engagement, and 
idiosyncratic knowledge transfer/acquisition in family firms. Having proved useful to family 
business research, sister theories such as exchange theory have been broadly applied to 
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organisational studies (Long & Mathews, 2011; Mitchell, Cropanzano, & Quisenberry, 2012; 
Short, Sharma, Lumpkin, & Pearson, 2016) and mentoring research (Cassidy, Jones, & Shaver, 
2013; Dhaenens et al., 2018; Distelberg & Schwarz, 2015; Payne & Huffman, 2005). However, 
less is known about how attachment theory integrates into mentoring research in family firms. 
In this paper, the integration focuses primarily on the bonding during the formative years 
between incumbents and next-generation members. Using relational concepts, I expand on 
previous conceptualisations by elucidating how founder-CEOs could facilitate protégés’ 
personal and professional development in SSA family firms.  
 
5.3 Assumptions and boundary conditions 
In this section, I provide the boundary conditions and assumptions on which my 
theorising is based. Drawing on organisational behaviour and family studies, I clarify a variety 
of theoretical points and discuss others that remain unclarified. First, to develop mentoring 
relationship, research has proposed empirically supported processes (Distelberg and Schwarz, 
2015), but much mentoring literature is concerned with general workplace mentoring which 
exclusively focuses on career attitudes, and academic mentoring on career preparation. 
Considering the succession crises in family business (Garcia et al., 2019), mentoring research 
in the context of family business deserves more attention. Rather than college mentoring and 
subsequent career attitudes, the particular area of mentoring that deserves greater attention is 
how mentors lay the foundation and formulate a mentoring relationship with their protégé. This 
is particularly important because a protégé may have “qualitative” education that provides 
career advancement and perceived employment opportunities, yet, lack interest in engaging in 
the family business. Accordingly, academic and workplace mentoring alone is incapable of 
stimulating next-generation members’ involvement in the family business and are insufficient 
in motivating them to acquire family business idiosyncratic knowledge.  
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Second, compared to their non-family counterparts, family influence and kinship ties 
make family businesses conceptually and qualitatively different (Gagné, Sharma, & De Massis, 
2014). Using the rules of benefits received and given, Clark and Mills (1979) in their theory of 
relationship, distinguished between the exchange and communal relationships. Specifically, 
the exchange relationships are guided by equity of benefits (Bettis‐Outland, Guo, & Ng, 2012) 
where participants expect proportional and comparable benefits. Contrarily, benefits are given 
in communal relationships as a general concern for an individual or a response to the recipient’s 
needs (Gagné et al., 2014). Thus, rather than an expectation of return of benefits, benefits are 
non-contingently given in communal relationships in order to improve the recipient’s welfare. 
Unlike business relationships, which are punctuated by exchange relationships, family 
relationships are characterised by communal relationships (Clark & Mills, 2011). Therefore, 
while researchers (such as Gagné et al. (2014); Clark & Mills, 2011; Clark & Reis, 1988) 
suggest that the interdependence and interconnectedness of enduring and frequent interactions 
between participants qualifies both business and family relationships as close relationships, 
people’s behaviours and the degree of emotions are more mutually, exclusively, and causally 
interconnected in a family relationship. Consequently, the “family firm setting adds a layer of 
complexity” to the mentoring relationship in family businesses (Dhaenens et al., 2018, p.53).  
Given the above, the blood relation in a family firm particularly makes early mentoring 
a goal-directed, outcome-based, and emotion-focused relationship (Kram, 1985) that can foster 
protégé’s engagement (Clutterbuck, 2013). However, how the engagement process develops 
during the formative years of the next-generation members’ remains under-researched (Garcia 
et al., 2019). Given this context, my theorising is primarily based  on a set of assumptions that 
address CDT and next-generation members’ career decidedness. Thus, my focus on personal 
and professional development excludes aspects of development such as values and virtues that 
next-generation members may be expected to cultivate for themselves. I acknowledge the 
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relationships in attachment theory as individual-level consequence variables, and other 
attachment-like constructs in organisational behaviour (e.g., commitment and identification, 
job satisfaction, and intent to stay/quit) (Wang et al., 2017). This clarification is particularly 
important, because relationships in attachment theory are concerned with “how individuals’ 
attachment styles systematically drive their subsequent affective, behavioural, and cognitive 
responses when engaging in interpersonal activities” (Wang et al., 2017, p. 64 ), whereas the 
attachment-like constructs in Organisational Behaviour represent affective and cognitive bonds 
between next-generation members and the family firm.  
Finally, because this paper builds on the findings in Papers 1 and 2, it is important to 
clarify the use of certain keywords and terminologies. An example is the use of founder-CEOs, 
incumbents, and mentors; and the next-generation members, mentees, and protégé. These 
keywords are used interchangeably in this paper. Therefore, regardless of gender, I assumed 
mentors as the incumbents, and the next-generation members as protégés or mentees. While 
the context, in this instance, the SSA family firms remains the same, there was no difference 
in classifying children (the next-generation members) as sons or daughters.  
 
5.4 Theoretical background and proposition development  
To critically examine the possibilities of mentoring for the next generation in family 
businesses, I investigate how emotional and psychological bonds are formed in mentoring 
relationships using use attachment theory (Ainsworth, Blehar, Waters, & Wall, 2015; Wang et 
al., 2017). Further, I develop a conceptual model to provide insight into how attachment styles 
(and/or constructs) and mentor-protégé behaviours and emotions influence CDT and next-
generation members’ willingness to acquire requisite family business knowledge. Following 
this, I provide propositions for future research on attachment and mentoring relationship in 
family firms. Although acknowledging some exceptions, I argue throughout this paper that 
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commitment reciprocity is not spontaneous or automatic but that a supportive childhood tends 
to lead to competent adolescence and emotionally stable adults who likely will be willing to 
engage in the family firm.   
 
5.4.1 Attachment theory 
Attachment theory (AT), described as programmatic and open-ended (Ainsworth et al., 
2015), is a “lasting psychological connectedness between individuals” (Bowlby, 1969, p. 194). 
Widely used to study adult relationships, “attachment” does not parallel “social bond” or 
“apply to all aspects of child-parent relationships” (Bretherton, 1985, p. 4); however, it 
describes the long-term and short-term dynamics of interpersonal relationships between 
participants, and specifically addresses how people react and respond within a given 
relationship (Waters et al., 2005).  As such, Bowlby (1980) suggests that attachment processes 
are crucial for socialisation as they affect people “from the cradle to the grave” (p. 129). Family 
firms are unique in many ways (Gomez-Mejia, Cruz, Berrone, & De Castro, 2011), but what 
drives family members’ behaviour has not been adequately examined in family business 
research. As such, I believe that attachment theory could explain behaviours such as perceiving 
and interpreting the environment, as well as coping mechanisms, risk taking, feelings of self-
worth, and decision-making (Mikulincer, 1997). Research has drawn comparisons between 
attachment styles and the Big Five trait taxonomy, suggesting that as a framework for 
individual behaviour, attachment styles provide equal or better predictive power (Noftle & 
Shaver, 2006; Roisman et al., 2007). More relevant to my argument, however, is how 
attachment theory addresses CDT. As such, my theorisation suggests that incumbents’ 
attachment styles can permeate the family business in an enduring manner (Hedberg & Luchak, 
2018).   
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Attachment styles. To address child-disincentive tendencies, I rely on an expanded 
model of adult attachment and examine the prevailing meta-analyses of attachment avoidance, 
anxiety, and security. This is especially important as a real or perceived impediment to 
proximity maintenance such as perceived environmental threat could result in anxiety (Hazan 
& Shaver, 1994). Furthermore, my view of attachment style was based on the characteristics 
of participants involved in attachment relationships (Bartholomew, 1990), in this instance, the 
incumbents and next-generation members. Bartholomew and Horowitz’s (1991) four-category 
typology of attachment styles, widely accepted in attachment literature, categorises attachment 
in dimensional terms: positive or negative model of self and model of others, consisting of 
secure and preoccupied, and fearful and dismissing attachments (Georgiou, Demetriou, & 
Stavrinides, 2008). Besides, research has shown that attachment style is relatively stable and 
fixed throughout adolescence and adulthood (Ainsworth, 1989; Bartholomew & Horowitz, 
1991).     
Insert Figure 5.1 about here  
5.4.2 Early attachment experience and engagement in family firms  
Secure attachment. Emotionally available primary caregivers who appropriately 
respond to their children’s attachment needs and are capable of regulating their emotions 
characterise the secure attachment. Paradoxically, according to Grossman and Grossman 
(2019), “parents who have experienced difficult childhoods themselves or who have an infant 
with special needs” (p.5) are better able to understand child development, and learn to 
sensitively respond to children in attachment- and exploration- relevant situations by creating 
sufficient time for supportive interactions. However, Hughes (2003) cautions that resolving 
experiences of personal trauma and negative emotions, at least to certain degree, should 
precede parents’ emotional availability and responsiveness. Indeed, before providing a sense 
of psychological safety to a child, Hughes (2003) believes that adults should have resolved 
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similar experiences of trauma and loss before they could affectively and cognitively provide a 
sense of safety to the child.    
A relatively secure attachment is important to a mentoring relationship because securely 
attached protégés are more likely than those who are insecure to report high levels of 
commitment (Frei & Shaver, 2002; Bartholomew & Horowitz, 1991). Given that higher 
relationship quality secures attachment orientation, Bartholomew (1990) points out that secure 
individuals exhibit “high self-esteem and an absence of serious interpersonal problems” (p. 
163). On a personal level, those with secure attachments tend to experience considerable well-
being, less depression and anxiety, and tend to be happier and fulfilled (Hazan & Shaver, 1990). 
Likewise, an individual who is securely attached feels comfortable both with intimacy and with 
independence because of the warm and responsive parenting, which give rise to positive 
models of self and others. While secure attachment is critical to next-generation members’ 
commitment and engagement, I believe that it is neither a guarantee for cooperation nor a 
precondition for the next-generation to become a valuable member of the family firms. 
Nonetheless, attachment research suggests that “secure exploration must complement secure 
attachments so that children can successfully meet the many challenges posed by their social 
relationships” (Grossmann & Grossmann, 2009, p. 5).  
Preoccupied attachment is characterised by high emotional expressiveness, worry, and 
impulsiveness, and “an insatiable desire to gain others’ approval and a deep-seated feeling of 
unworthiness” (Bartholomew, 1990, p. 163). Children in preoccupied attachment relationships 
experience inconsistent and insensitive parenting, which tends to make them assume that their 
“unworthiness” explains the absence of love and support from their primary caregiver. Besides, 
they tend to develop negative views of themselves. Because the degree of encouragement to 
express their feelings and emotions significantly predict next-generation members’ 
engagement (Hargrove, Inman, & Crane, 2005), I believe that a lack of it will trigger child-
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disincentive tendencies leading to next-generation members becoming more difficult to relate 
with (Levy, Ellison, Scott, & Bernecker, 2011). Thus:  
Proposition 1a: Given the higher tendencies for interpersonal engagement, the ability 
to explore (surroundings and relationships) is positively related to securely attached 
next-generation members’ (dis)engagement in family firms.  
Proposition 1b: Given the higher tendencies for interpersonal engagement, a perceived 
lack of love and support is negatively related to preoccupied next-generation members’ 
engagement in family firms.  
The two bottom cells of Figure 1 depict two forms of adult avoidance characterised by a history 
of rejection and psychologically an unavailable primary caregiver. Specifically evident is the 
absence of or distance from the attached figure, the attached figure’s departure or returning 
after absence, and lack of responsiveness (Allen, 2018). Because the “model of the attachment 
figure and the model of the self are likely to develop so as to be complementary and mutually 
confirming” (Bowlby, 1973, p. 238), rejected children tend to conclude that others are uncaring 
and unavailable Bartholomew, 1990). This further manifest as disorganised attachment, 
leading such children to view themselves as unlovable (Main & Goldwyn, 1998). Nonetheless, 
when threatened or frightened, children approach their attachment figures for comfort, security, 
and reassurance (Walker, 2008). However, the child is “presented with an insoluble dilemma” 
if the attachment figure is the cause of the threat or unavailable to provide reassurance and a 
sense of security (Walker, 2008, pg. 53).  
Fearful attachment is punctuated by caregivers’ absence and lack of responsiveness, 
suggesting that children in this attachment experience frustrated attachment needs and contend 
with incompatible feelings and desires (Guerrero, 1996). Despite their desire for relational 
intimacy, Bartholomew (1990) believes that fearfully attached children experience “pervasive 
interpersonal distrust and fear of rejection” (p. 164). These opposing tensions result in negative 
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views about themselves and others such that they tend to blame themselves for the vacuum 
created by their caregivers’ absence and lack of responsiveness. In other words, not only do 
they perceive themselves as unlovable, they also view others as unaccepting (Hazan & Shaver, 
1990). Consequently, children in fearfully attached relationship are vulnerable to alternative 
options because of their reluctance to build trusting relationships with the incumbents, in the 
instance, the founder-CEOs (Guerrero, 1996).  
Dismissive attachment. Unlike the previous attachment styles, dismissive attachment is 
characterised by flatly denied or deactivated attachment needs (Bowlby, 1980). Because they 
perceive themselves as invulnerable to feelings associated with attachment to others 
(Bartholomew, 1990), children in dismissive relationships deny interest in close relations and 
tend to downplay the importance of attachment relationships. Consequently, to preclude the 
possibility of rejection, they avoid close relationships in which they view themselves as 
insufficient and vulnerable, thereby isolating themselves from the source of negative affective 
experience (Bartholomew, 1990). Accordingly, Cassidy and Kobak (1988) interpret dismissive 
attachment as a defensive process designed to prevent experiencing negative affect and the 
arousal of attachment behaviours. Research suggests that parents’ supportiveness and 
acceptance of the child could predict the “internal working models of close relationships in 
young adulthood” (Grossmann & Grossmann, 2009, p. 9). Hence, Burgoon and Buller (1994) 
argue that relevant to involvement is positive affect, particularly when behaviours (actions 
and/or inactions) are complemented with positive affect cues such as smiling and/or a warm 
voice. This conveys identification and affiliation. Contrarily, if behaviours lack positive affect 
cues, next-generation members are not only alienated, but are likely to become non-receptive.  
This is consistent with my results in Paper 2. When daughters perceive a lack of inclusion, the 
result is decreased levels of identification with the family firm, which consequently constitutes 
a threat to perceived positive family identity. The consequent disengagement also signals 
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disharmony between family members, and hence, putting the long-term family character of the 
business at peril. Likewise, this supports my conclusion that transgenerational aspects of 
familiness are crucial for participating family members because the loss of family-related firm 
identity engenders uncertainty about the continuity of the family firm. Therefore, I argue that 
in subsequent years, the lack of support and attention from primary caregiver tends to lead next 
generations to find invested mentors other than their primary caregiver (Grossmann & 
Grossmann, 2009), especially when parents’ non-availability and responsiveness leave too 
many gaps. Thus:  
Proposition 2a: A fearfully attached next-generation members’ intention to (dis)engage 
and seek alternative options is positively related to perceived fear of rejection, 
incumbents’ non-availability and responsiveness. 
Proposition 2b: A dismissively attached next-generation members’ intention to 
dissociate from the incumbent is positively related to deactivated attachment needs.  
 
5.4.3 CDT, attachment and mentoring relationships in family firms 
Having examined the place of attachment in relationship framework, I now 
conceptualise attachment as a goal-directed and goal-corrected adjustment system (Bretherton, 
1985). To date, research is lacking on the relationship between mentoring and attachment, 
using attachment as an outcome variable and family business engagement as a mentoring 
outcome. As revealed in previous papers, a child-disincentive tendency is a common reason 
for problematic successions. Unsurprisingly, however, the next-generation members’ 
engagement and decisions for career in family firms were identified as a key direction for next-
generation studies in family business research (Sharma et al., 2012). Taking this challenge, I 
examine how incumbents can stimulate engagement through nurturance and responsiveness, 
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affectional experiences, frequent interaction and quality relationship time with the next-
generation.   
Bartholomew and Horowitz’s (1991) attachment framework distinguishes between two 
types of avoidant attachment: the dismissive avoidant (high avoidance and low anxiety) and 
the fearful avoidant (high behavioural avoidance and high anxiety about abandonment) (Leak 
& Parsons, 2001). While both attachment models are behaviourally avoidant, the underlying 
mechanism that produces them differs. For example, because of fear of rejection, an individual 
in the fearful avoidant attachment category eschews interaction with others. Although an 
individual in the dismissive avoidant category also exhibits the same attributes, the avoidance 
however, is seemingly due to a defensively-based displacement of intimacy needs and  
“impersonal sources of positive self-regard, such as achievement and success” (Leak & 
Parsons, 2001, p. 2). I believe that when the attachment relationship is avoidant, the next-
generation member tends to be defensive and that such defensiveness constitutes a barrier to 
their engagement in family firms. Similarly, research suggests that the dismissive avoidant is 
not only based on a denial of attachment needs, but also a defensively based deactivation of 
the attachment system (Leak & Parsons, 2001; Bartholomew, 1990). Hence, to maintain 
positive model of self, dismissive individuals defensively deny attachment needs. As 
Bartholomew (1990) notes, such denial of attachment needs operates “automatically and 
largely outside awareness” (p. 164).  
Research on attachment and mentoring (see Georgiou et al., 2008; Rhodes & DuBois, 
2008; Soucy & Larose, 2000) suggests that if conceptualised as a blend of avoidance and 
anxiety, attachment security increases with the length of time and also predicts relationship 
stability (Duemmler & Kobak, 2001; Georgiou et al., 2008; Hazan & Shaver, 1990). Similarly, 
attachment theory is believed to predict relationships between attachment types and aspects of 
work behaviour (Hazan & Shaver, 1994; McConnell & Moss, 2011). For example, anxious or 
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ambivalent attachments are associated with poorer work performance whereas avoidant 
attachment tends to result in better work engagement (Hazan & Shaver, 1990). However, over-
involvement with work in avoidantly-attached individuals tend to result in disrupted home life. 
Like Duemmler and Kobak (2001), I believe that securely attached children are likely to remain 
in stable relationships, but when fearfully/avoidantly attached, they are more likely to remain 
in relationships with lower attachment security. Thus: 
Proposition 3: Next-generation members ‘engagement from the family firms is 
positively related to attachment type and mentoring relationship with the incumbent.  
 
5.4.4 Identification with the family firms   
Identification occurs when in terms of membership, next-generation members define 
themselves as accepting the family and the business’s mission, vision, and objectives (Davis et 
al., 1997)  
Because the family business is an integral centre of their life activities (McGivern, 1978), 
founder-CEOs derive their sense of pride and identity from them (Sharma & Irving, 2005). In 
fact, Davis and Tagiuri (1989) posit that perseverance and intentionality of commitment to 
family firms’ achievements come from individual and/or family pride and family tradition, 
suggesting that identification with family business successes (and failures) and a deep 
emotional commitment to the family firm can particularly foster a long-term orientation in the 
next-generation members (Breton‐Miller & Miller, 2009). Therefore, I believe that protégé’s 
identity and sense of pride in the family firm (De Massis, Sieger, Chua, & Vismara, 2016; 
Peake & Watson, 2015) can be stimulated when incumbents use behavioural modelling of 
verbal and non-verbal communication of pride in, attachment to, and a sense of fulfilling 
careers in the family business (Litz, 2012; Sharma & Irving, 2005). Conversely, protégés who 
identify less with the founder-CEOs and demonstrate more interest with an organisation other 
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than the family business tend to experience “a lack of convergence of work and family roles” 
(Sharma & Irving, 2005, p. 20). Consequently, they lose interest in pursuing a career within 
their family businesses. I believe that with affective relationships and strong emotional bonds, 
incumbents are able to create in next-generation members a sense of role or occupational 
identity and forming a dream (Levinson, 1976). To do this, founder-CEOs can continually 
share the overarching family values and visualisation of embedded benefits of next-generation 
members’ involvement in the family business.  
Research suggests that children who are cynical about joining family businesses largely 
arises from a lack of autonomy (Sieger, Fueglistaller, & Zellweger, 2016; Zellweger, Sieger, 
& Halter, 2011). However, the sense of affiliation with the business suggests that feelings of 
support and positive affect in mentoring relationship triggering a sense of reciprocity in 
protégés (Blau, 1964). Consequently, a protégé who identifies with the family firm develops 
confidence in their entrepreneurial abilities (Sieger et al., 2016), and tends to enjoy a fulfilling 
career (Garcia et al., 2019; Dawson, Sharma, Irving, Marcus, & Chirico, 2015). I believe that 
next-generation members with differing career interest can make changes to align the firm more 
closely to their aspirations and competencies (Goldberg & Wooldridge, 1993). More recent 
studies (such as Garcia et al., 2019, Dhaenens et al., 2018) suggest that the greater the alignment 
between the successors’ career interests and personal needs with opportunities offered by the 
family firm the more likely they are to engage in and take over the family firm. Thus:  
Proposition 4: Next-generation members’ engagement is positively related to identification 
with the family firm, and a perceived alignment between career interests and opportunities 
afforded them by the incumbent.  
Nurturance. To stimulate a protégé’s interest, Bowlby (1980) suggests that the incumbents 
seek to create strong emotional bonds with, recognise the emotional needs of, and focus on 
holistic understanding of the next-generation member. Other behaviourists (such as Bandura 
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& Walters, 1977) have demonstrated that a nurturing relationship characterised by 
responsiveness within the early environment determines successful attachment. This is 
particularly important, as children tend to thrive when there is a close and dependable 
relationship with the primary caregiver that provides love and security, “responsive interaction 
and encouragement for exploration” (Cassidy et al., 2013, p. 2). During their formative years, 
research suggests, next-generation members naturally enjoy sustained and exclusive attention 
from their parents (Schenkel, Yoo, & Kim, 2016; Steelman, Powell, Werum, & Carter, 2002). 
Like Mahler, et. al, (2008), I believe that while the continual exposure to the incumbents is 
likely to foster  diminished independence, the structural ‘pressures’ from socialising and 
networking over a long period of time provide an opportunity for nurturance, whereby parents 
foster positive values and cultivate personality traits that enhance children’s decision making 
(Cannella & Shen, 2001). 
Research on founder centrality in family firms (see Kelly, Athanassiou, & Crittenden, 
2000) not only suggests the need for betweenness, closeness, and connectivity between 
incumbents and next-generation members, but also affirms that the power that parents wield 
over resources could control next-generation members’ career interests/choices by putting 
unwanted influence on them (Schultheiss, Kress, Manzi, & Glasscock, 2001). Although the 
reciprocal relationship between family and the business amplifies the relevance of parental 
influence and control, there may be a tendency to overly pressure the next-generation members’ 
engagement and career pursuance in the family firm. This may lead to reduction in 
individuation and autonomy and next-generation members’ career decidedness (Garcia et al., 
2019; Restubog et al., 2010). Like Bowlby (1944), I believe that a vital element of mentor-
protégé relationship is security. In his security theory, Blatz (1966) hypothesises that when 
children gain security, in this instance, protection and help in their relationships with their 
parents, they are also emboldened to explore their family business environment and are willing 
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to engage because “they could rely on their parents to be available, responsive, protective, and 
reassuring” (Ainsworth et al., 2015, p. ix ). Unsurprisingly, however, the absence of security 
leads to distrust. If their parents were insecure, children might not dare to leave them to explore, 
not trusting them to remain available and responsive when they needed them (Ainsworth et al., 
2015). The result is a lack of trust, which means that children would stick close to their base, 
fearing to risk exploration and learning.  Thus:  
Proposition 5: Security of attachment in the form of nurturance and responsiveness is 
positively related to mentoring outcomes and next next-generation members’ 
engagement in family firms.  
Affectional (bonding) experience. Attachment theory advances our understanding of how early 
affectional experiences influence protégé’s emotional and physical well-being (Sable, 2008). 
Because maintaining psychological and emotional health poses a challenge to founder-CEOs 
(Perry‐Jenkins, Repetti, & Crouter, 2000), I elucidate how incumbents can manage protégé’s 
emotions and expectations (Zellweger & Dehlen, 2012). Although the primary attachment 
figure cannot satisfy all needs (Hazan & Shaver, 1990), I argue that in order to stimulate 
engagement in family firms, next-generation member’s career interest needs, psychological 
needs, emotional needs, affective needs, and life-stage needs must be properly addressed. In 
particular, incumbents can stimulate next-generation members’ engagement through affective 
support whereby they establish next-generation members’ “affective reactions toward 
participation in the family business” (Garcia et al., 2019, p.11). According to Ainsworth et al. 
(2015), attachment styles relate to protégés’ exploratory behaviour. This suggests that when 
attachment needs are sufficiently met, children are willing to explore their environment (Hardy 
& Barkham, 1994). Consequently, I assume that when incumbents are affectional, protégés 
tend to have a “secure base” (Ainsworth et al., 2015) from which to learn and explore their 
physical and social environment (Hardy & Barkham, 1994).    
 150 
 
Relationships are characterised by the following dimensions: content of interactions, 
reciprocity and complementarity of interactions, qualities of the interactions, relative frequency 
of the interactions; and multi-dimensional qualities such as "affectionateness", level of moral 
and cognitive functioning, and the degree of mutual disclosure (Hinde, 1976). However, more 
relevant to our understanding is that the parent-child relationship is neither exclusively 
reciprocal nor complementary (Bretherton, 1985). Indeed, the behavioural aspect of attachment 
suggests that bonding is a learned process that demonstrates a child’s innate attachment to their 
primary caregiver (Dollard & Miller, 1950). Hence, the interdependent systems of attachment 
shows that engagement and exploration in children are developed into the systems of (love or) 
close interpersonal relationships and creative life (Hardy & Barkham, 1994). Therefore, it 
would be reasonable to assume that with positive affectional experience, next-generation 
members grow up to love and commit to seeking a career in, and taking up leadership roles in 
family businesses. Thus:  
Proposition 6a: Security in attachment, in the form of affectional experience and ability to 
explore, is positively related to next-generation members’ engagement in family firms. 
Proposition 6b: Security in attachment, in the form of parental attention to next-
generations’ emotional and affective needs and how these needs change (or not) over time, 
is positively related to next-generation members’ engagement in family firms.  
Interaction frequency and relationship duration. According to Pearson et al. (2014), communal 
relationships within the family can help the team function. Incumbents and their children share 
strong natural family bonds and feelings of obligation towards each other (Davis, Allen, & 
Hayes, 2010) that can influence employment relationships in a family firm (Dhaenens et al., 
2018) and next-generation members’ career decisions (Sharma & Irving, 2005). Since the norm 
of reciprocity in mentoring elicits strong feelings of deep normative commitment (Cropanzano 
& Mitchell, 2005; Gouldner, 1960), a sense of obligation is further augmented when a healthy 
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bonding relationship exists between incumbents and next-generation members (Dhaenens et 
al., 2018). Conversely, the absence of a healthy relationship with the mentor, in this instance, 
the founder-CEO, engenders asymmetric altruism (Schulze, Lubatkin, Dino, & Buchholtz, 
2001), leading to a detached propensity to engage or seek a career in the family firm. Hence, a 
sense of obligation does not guarantee for next-generation members’ joining the family firm. 
Research suggests that interaction frequency relates to career support (Lankau, Riordan, 
& Thomas, 2005), role-modelling, and psychosocial mentoring (Allen, 2007; Ensher & 
Murphy, 1997). Further, greater interaction frequency has been linked to workplace 
relationship quality (Eby et al., 2013). In particular, frequent interaction between mentor and 
protégé can enhance the mentoring relationship (Allen, 2007). To do this, the incumbents and 
next-generation members in SSA family firms need to create time for regular interactions (Eby 
et al., 2013).  Because interactions such as discrete advice during the relationship length is 
significant in predicting the relationship quality, I believe that the next-generation members 
can be verbally encouraged to join the family business (Garcia et al., 2019; Litz, 2012). As 
such, verbal encouragement can activate their confidence and positive attitude towards the 
incumbent and the family business. More so, frequent interactions tend to create a perception 
of incumbents’ commitment to the relationship. Previous research (e.g., Allen & Eby, 2007; 
Eby et al., 2013) suggests that relationship duration relates to career mentoring. Therefore, I 
believe that protégés are better able to traverse career and occupational decisions when the 
mentoring relationship is persistently sustained over a longer period of time. Thus:   
Proposition 7a: Perceived attachment support, in the form of role-modelling, psychosocial 
and career-related support, is positively related to next-generation members’ intention to 
engage in the family firm. 
Proposition 7b: The combination of interaction frequency and relationship duration is 
positively related to next-generation members’ intention to engage in family firms.  
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Motivation. As pointed out earlier, when next-generation members report greater relationship 
quality and psychosocial support, they tend to experience positive motivation, which in turn 
facilitates socialisation and learning of family business idiosyncrasies. Research also suggests 
that incumbents’ motivation may be affected by undue competition and/or collaboration with 
the recipient next-generation (Azoury, Daou, & Sleiaty, 2013). Therefore, like Bretherton 
(1985), I believe that human attachment relationships cannot be grounded on 
affective/cognitive and communicative capacities alone, but must account for relevant 
motivational-behavioural dimensions. Therefore, I presume that the source, especially in a 
dismissive- and fearful-avoidant attachment, may be perceived as not reliable, whereas “a 
capable and trustworthy source is more likely to influence the behaviour of the recipient” 
(Azoury et al., 2013, p. 7). Thus:   
Proposition 8: The incumbents’ motivation and perceived level of trustworthiness are 
positively related to next-generation members’ willingness to acquire family business 
knowledge.  
Observational learning. Bandura and Walters (1977) stressed the importance of modelling 
phenomena in observational learning, proposing that: (1) mentor-protégé’s functionally 
affective relationship (or absence of it) can influence protégé’s interest and attention to 
learning; (2) protégés are able to glean information by simply observing the mentor’s actions 
– ‘how it’s done’ (Howard, Wagner, Woodward, Ross, & Hopper, 2017). Indeed, through 
observation, protégés can “acquire large, integrated patterns of behaviours without having to 
form them gradually by tedious trial and error” (Bandura & Walters, 1977, p. 12). Thus, 
imitation creates the ability in protégés to learn new skills and adopt local traditions from their 
mentors (Howard et al., 2017; Meltzoff, 1988; Meltzoff & Prinz, 2002). Likewise, it provides 
a mechanism through which protégés can learn novel ideas (Bandura, 2002; Howard et al., 
2017) from tacit and implicit knowledge of family business operations.   
 153 
 
The protégés’ learning and acquisition of family business idiosyncrasies is difficult if 
the incumbent fails to create the required mutual mentor-protégé relationship (Bowlby, 1980). 
Similarly, the essentiality of bonding indicates that learning can be complicated when the 
protégé does not take an active interest in nor perceive the mentor as capable of providing 
developmental support. Conversely, because mentoring relationships significantly correlates 
with positive developmental outcomes, I believe that protégés are open to learning when 
mentors “provide career support; such as exposure and visibility, sponsorship, and protection, 
and psychosocial support, such as friendship, counselling, acceptance and confirmation, and 
sharing beyond work” (p. 268). Therefore, consistent with much mentoring and social network 
research, developmental relationships have been identified as a factor that can influence the 
protégé’s ability to learn from the incumbent. While the relationships are modest, the formation 
of enduring connection between incumbents and next-generation, capable of fostering positive 
developmental change is essential. Thus: 
Proposition 9a: Attachment support, in the form of observational modelling and 
(non)verbal encouragement is positively related to next-generation members’ 
propensity to acquire family firm idiosyncrasies.  
Proposition 9b: The combination of observational learning and developmental 
relationship is positively related to next-generation members’ acquisition of family firm 
knowledge. 
Attachment-figure’s responsiveness and trust in mentoring relationship. The attachment 
system is organised and regulated by primary caregiver’s responsiveness to distress (Hazan & 
Shaver, 1994). Apart from being accessible, Bowlby (1980) believes that children’s perception 
of the attachment figure’s responsiveness determines whether they will rely on the attachment 
figure for support and protection and whether the attachment figure from whom they seek 
support will be helpful. As such, beyond describing characteristic ways of participants’ 
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interaction, it is reasonable to assume that attachment determines how participants relate under 
conditions of threat and/or distress to those who are attached to them (Ainsworth et al., 2015). 
According to Werner (2000), primary care figures’ non-availability during protégés’ formative 
years affects how they develop a sense of trust needed to form an attachment when they grow 
up. Based on this premise, I presume that a quick and consistent response to protégé’s 
emotional needs ensures that they can trust and depend on those responsible for their care and 
protection.   
Given that trust-related behaviour is central to relationships (Bandura, 1969; Bandura 
& Walters, 1977; Homans, 1958), trust is central in mentor-protégé relationships (Lewicki, 
Tomlinson, & Gillespie, 2006; Stanulis & Russell, 2000). Considering mentor-protégé 
relationship in the family firm context, whenever the participants engage in a positive 
behaviour, trust between them increases, leading to a relationship that is stronger and viewed 
more positively (Lewicki et al., 2006). Conversely, each time participants engage in negative 
behaviours, doubt arises, trust gradually erodes (Vallejo, 2008), and the possibility of 
negatively viewing the relationship increases. I contend that trust between the incumbents and 
next-generation members can facilitate idiosyncratic knowledge transmission and acquisition. 
This is because the more the trust in the mentor, the more protégé’s desire to acquire 
idiosyncratic knowledge. Likewise, the idiosyncratic knowledge sharing capacity of the mentor 
increases when the mentor trusts that the protégé is willing to absorb the knowledge (Jones & 
George, 1998; Lu, Leung, & Koch, 2006). Because “trust grows with a positive relationship 
history and increased knowledge and predictability of the other” (Lewicki et al., 2006, p. 994), 
it is further deepened when participants develop emotional bonds and shared values. Relatedly, 
I believe that when the mentor exhibits leadership by example and the ability to encourage 
‘learning by doing’, they are able to stimulate a positive response from a protégé in engaging 
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in a particular practice, ensuring that they continue to undertake those (positive) behaviour and 
practices (Lewicki et al., 2006; Patterson, 1982). Thus: 
Proposition 10a: The incumbents’ responsiveness to the next-generation members’ 
emotional needs correlates with next-generation members’ trust and dependence on the 
incumbents.  
Proposition 10b: The absence of trusted mutual mentor-protégé relationship correlates 
with next-generation members’ unwillingness to acquire family firm idiosyncratic 
knowledge.  
 
5.5 Discussion 
One of my aims in this paper was to provoke conceptual debate that advances our 
understanding of the relationship between mentoring and CDT in family firms, which can be 
empirically tested in the future. Consistent with previous studies such as Eby et al., (2013); de 
Janasz, Ensher, and Heun, (2008), and Koberg, Boss, and Goodman, (1998), I believe that 
frequent interaction between mentor and protégé is positively related to psychosocial support 
received by next-generation members. Relatedly, interaction characteristics affect its processes 
and outcomes, wherein a healthy relationship between incumbents and next-generation 
members engenders satisfaction with the mentoring experience. As shown in Figure 5.2, my 
model suggests that mentoring enhances protégés’ career choice and decision to engage in 
family firms. Like Wang et al., (2017), my model recognises reciprocity in the mentoring 
process, and explains how the mentor-protégé interpersonal dynamics influence the benefits 
gained. Subject to opportunities afforded the protégé in family firm, their willingness to engage 
or pursue a career in the family firm is contingent on career alignment/fit in the family firm. 
More so, misalignment in their organisational roles implies that maintaining exchange and 
communal exchange relationships between the next-generation members and incumbents may 
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be challenging (Sharma, Chrisman, & Chua, 2003). Hence, the lack of fit should help 
researchers and practitioners to move beyond examining surface relationships and instead focus 
more on how next-generation can cultivate trust and commitment during their formative years 
(Orole, McKenna, Hartel, & Forbes, 2019; Daspit, Holt, Chrisman, & Long, 2016). This 
conceptualisation reduces misalignment and increases the likelihood of a successful 
succession.    
My model reveals that mentoring, as a tool for transference of knowledge would 
develop protégés’ expertise that translates into a better mentor-protégé relationship. Consistent 
with Kram (1983), categorisation of mentor-protégé relationship and commonality in 
subsequent studies (see Turban & Lee, 2007; Zachary, 2000), this model suggests that, 
provided the relationship is not dysfunctional, a protégé progresses from being reliant and 
dependent on the mentor to become a ‘colleague’. Hence, for protégé’s professional 
development and knowledge acquisition, I advocate mentor adjustment as the relationship 
becomes more complementary. In mentoring scholarship, there appears to be different 
expectation outcomes (Eby et al., 2008). Therefore, I suggest that the next-generation 
members’ career goals (plans) should be explicitly defined – as early as possible, and resources 
aligned to meet them (Distelberg & Schwarz, 2015; Eby, Durley, Evans, & Ragins, 2006). I 
believe that this identification of protégé’s goals and alignment of resources are a mixture of 
behaviours, enablers, and outcomes.  
Insert Figure 5.2 about here  
Because of its explanatory nature, I conclude that attachment theory provides a credible 
theoretical framework for understanding CDT in the family business. In particular, I emphasise 
that dependable and strong emotional bonds between the founder-CEO and next-generation 
can foster a healthy mentor-protégé relationship. Similarly, for a dependable developmental 
relationship, a mentor should provide an environment of love and nurturing, responsive 
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interaction, and security that encourages protégé inclination to explore. Nonetheless, holistic 
understanding of the protégé is required because mentors must recognise protégés’ unique 
emotional needs and encourage socialisation and networking. These are foundational 
requirements upon which protégé’s interest in the family business can be built.  
 
5.5.1 Theoretical contributions  
The results of this study offer theoretical implications for research on succession, 
organisational identifications and commitment.  
First, I contribute to research on intending to stay or leave. Given that encouragement 
is essential in fostering inter-generational relationships, this study revealed that incumbents’   
non-availability and failure to respond to next-generation members’ career, emotional, and 
psychological needs means that the next-generation are still likely to leave the family firm. 
This is in consonance with previous research, which indicates that children are less likely to 
abandon the family firms when given the opportunity to lead (See Dhaenens, Marler, 
Vardaman, & Chrisman, 2018; Garcia et al., 2019). This paper recommends how mentoring 
should be used by mentor and mentee in co-planning next-generation members’ career 
pathways, to ensure that they understand the family business as a responsive and healthy 
environment where they are expected to purposefully play a substantial role.   
Second, previous research has suggested that children are cynical about joining family 
businesses largely because they lack autonomy (see Sieger, Fueglistaller, & Zellweger, 2016). 
I contribute to this research by suggesting that the sense of affiliation with the family business 
stimulates the children’s feelings of support and thus encourages reciprocity in next-generation 
members.  
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5.5.2 Extending attachment research in family firms  
Hopefully, it is evident that attachment theory provides a strong foundation for 
generating research on mentoring process because it constitutes a useful generative framework 
for understanding both normative and individual experiences of child-disincentive tendencies. 
This is particularly important in two ways.   
First, my focus allows us to hypothesise relative effects of attachment behaviours and 
attachment styles without necessarily making assumptions on the best configuration for a given 
context. Like Levy et al., (2011), I emphasise that older adults who are more likely securely 
attached, and are less likely to be fearfully attached tend to find or develop a trustworthy 
relationship with the incumbents. Likewise, some preoccupied next-generation members are 
likely to become secure as they get older, and so are likely to gravitate towards someone else 
other than the incumbents. Hence, I believe that longitudinal studies are needed to inform our 
understanding of attachment and how incumbents can better engage the next-generation 
members.   
Second, thoughtful investigation of culture and gender as variables is under-represented 
in the literature. For example, the categorisation of attachment as 55% secure, 25% avoidant, 
and 20% anxious/ambivalent has been well replicated in attachment research. However, there 
is no reliable data on gender differences in the distribution across each category. Relatedly, I 
believe that a person’s cultural background may reflect their cultural adaptation to 
independence and closeness (Main, 1990). Hence, I advocate for a thorough investigation of 
individual ethnicity, gender, sexual orientation, disability, educational background, and family 
types as potential variables of attachment-related relationship interactions.  
Furthermore, I contribute to research on succession intentions and family dynamics in 
two ways. First, most studies that acknowledge how parent-child relationships shape family 
business commitment have focussed on broad conceptualisations of parental influence. 
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Because family businesses worldwide are concerned about CDT, I highlight the incumbents’ 
ability to stimulate commitment and education in family business idiosyncrasies during the 
formative years of the next-generation members. I believe this to be a vital element of family 
business transition. Further, my propositions recognise that commitment emanates from 
complementing perspectives, based on incumbents’ attachment styles and how the next-
generation members adjudge their parenting environment.  
Second, I increase understanding of next-generation members’ engagement in family 
business by examining ways such engagement is created through mentoring. Using attachment 
theory, I elicit practical ways that incumbents can balance the responsibilities and opportunities 
of mentoring on influencing the next-generation members as they strive to chart their own 
career pathway, yet, ensure that their succession intentions and career decisions are informed 
and guided by a sense of obligation to the family and the family firms.  
 
5.5.3 Extending mentoring research and practice  
My propositions provide recommendations and several avenues for future mentoring 
research. By theorising on the effects of the dimension of family communal relationship within 
mentoring relationship (Clark & Reis, 1988; Gagné et al., 2014), my conceptualisation extends 
prior work on mentoring in three ways.  
First, this paper acknowledges that next-generation members’ development and 
capabilities will be different, and provides insights on how to engage them in ways that suit 
their career needs through developmental learning that fosters commitment to the family firm. 
This paper reveals that while verbal encouragement is essential in fostering inter-generational 
relationships, next-generation members are likely to walk away from the family firm due to 
incumbents’ non-availability and responsiveness in meeting their career, emotional, and 
psychological needs. Relatedly, they tend to disengage when incumbents mount pressure on 
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them to pursue a career in the family firm. I advocate that mentoring benefits highlighted in 
this paper be utilised in co-planning next-generation members’ career plans, ensuring that they 
understand the family business as a responsive and healthy environment where they are 
expected to purposefully play a substantial role.   
Second, my overarching recommendation is that the incumbents should focus on early 
mentoring by building dependable developmental relationship with the next-generation. I 
believe that this can foster next-generation members’ affective (Meyer & Herscovitch, 2001; 
Payne & Huffman, 2005) as well as normative and continuance commitment (Sharma & Irving, 
2005). I believe that affective experiences coupled with positive developmental functions and 
interactions in mentoring relationships shape the next-generation members’ career needs.   
Third, I extend mentoring theory by suggesting that the dynamic perspectives of 
complementary tasks in mentor-protégé relationships delineate how mentoring can enhance 
participants’ development as it unfolds. Given that individual needs and family business 
circumstances change, family business mentoring generates considerable disappointment 
because of the next-generation members’ career interests and psychosocial functions at each 
stage of career or life. Accordingly, the mentor is able to provide a range of career and 
psychosocial functions capable of stimulating the protégé’s interest in the family business and 
‘opening’ them up for learning and acquiring tacit and implicit knowledge of the business.  
Given that the role of nonfamily mentorship in grooming next-generation members is 
under-researched, it is imperative for research to examine the communal role in mentoring 
process in family firms. In particular, such research can examine whether societal values and 
responsibility of raising children in different cultures influence next-generation’s engagement 
(and career choice) in family firms. Likewise, it will be fruitful to investigate cultural 
perspectives in family business mentoring as this may provide opportunity for comparative 
study to examine the distinction between mentoring in individualistic and collectivistic 
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societies. Research has shown that cultural beliefs and attitudes as well as environmental 
factors can affect how instructions and learning are handed down to the next generation 
(Vygotsky, 1980). With emphasis on the role of culture and individual development, 
sociocultural theory could be used to examine societal roles in the next-generation’s personal 
and professional development. Furthermore, a delineation of participants’ characteristics and 
research conducted in a variety of setting are capable of unearthing relevant factors that can 
facilitate or inhibit mentoring in family business, such as how mentoring can be problematic 
when good interpersonal skills and structure are lacking. Finally, I call for different theoretical 
perspectives that draw on attachment theory to examine child-disincentive tendencies at the 
individual level of analysis.  
 
5.6 Concluding remarks 
In this paper, I contend that attachment theory is relevant to and has profound implication 
for mentoring research on the linkages between child-disincentive tendencies and family 
business idiosyncrasies. Hence, an attempt was made to share some of that relevance and 
implications as I see them. With the insights derived from attachment theory, this paper 
delineates the effects of mentoring relationships on a protégé’s child-disincentive tendencies. 
My model suggests that acquisition of specific, business related knowledge would reduce child-
disincentive tendencies, and trigger next-generation members’ normative and continuance 
commitment. Therefore, I advocate empirical research that examines the early interpersonal 
relationship between incumbents and next-generation members because such empirical details 
can generate theoretical discussions of major significance. I believe that both empirical findings 
and theoretical discussions will be relevant to our understanding of developmental relationship 
incongruities and ways in which those incongruities might be prevented early in next-
generation members. I hope that my paper might prove to be a stimulus toward that end.  
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CHAPTER 6: GENERAL DISCUSSION AND CONCLUSION 
6.1 Introduction  
In this concluding chapter, I draw together the major findings from the dissertation’s 
three papers, and explain how I addressed each research question. Given that this dissertation 
is manuscript based, the findings have been discussed in each paper as they relate to the 
literature concerning family businesses, family firm members’ behaviour, organisational 
commitment and identification, and attachment theory. In this chapter, I draw conclusions from 
these findings. I also explain how they contribute practically to the management of family 
businesses. Finally, I discuss the limitations of the dissertation, and outline directions for future 
research.   
 
6.2 Synthesis of the research findings  
In this section, I outline the three research questions that motivate this dissertation and 
explain how I have addressed each (see Table 6.1). I explain how the findings from the three 
papers relate to each research question and the family-firm literature.   
Within an uncompromisingly male-dominated, sub-Saharan African culture, there is 
marginal desire by most SSA family firm founder-CEOs to deviate from the behavioural 
norms, which both negatively affects organisational and societal structures, and creates 
sociological and psychological problems. These problems involve discriminating against 
women (and non-first-born children) in family business succession and a high propensity of 
next-generation members abandoning the family firms. Paper 2 (Chapter 4) of this thesis 
suggests that daughters are psychologically affected when their legitimacy is decreased, which 
result from founder-CEOs’ traditional succession decisions. In response, female children tend 
to lower their expectation of being selected to lead the family business, and, if they are, being 
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able to manage it well. These tendencies appear notwithstanding the reduced assertiveness and 
poor focusing of goals that lead to daughters commonly being reluctant to pursue a career in 
the family firm. Following the findings listed in Papers 1 (Chapter 3) and 2 (Chapter 4) of this 
thesis, Paper 3 (Chapter 5) theorises follows micro-level processes, in this instance, mentee 
attachment style and mentor-mentee relationship quality, involved in founder-CEO’s attempts 
to transfer (meso-level) family-firm knowledge to their nominated successor(s). The paper 
extends the research into transgenerational intention, succession decision, and attachment and 
mentoring research in family firms.  
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Table 6.1: Summary of research findings 
 
Research Question(s) and Paper(s) 
 
Major findings (highlights) 
 
Paper 1: Multi-level Theorising about Succession 
Decisions in family firms: Evidence from sub-
Saharan Africa 
 
RQ 1: What are the factors that influence succession 
decisions in SSA family firms and why the 
persistence of persistence of traditional successions?  
 
The Paper also investigates why family firms in sub-
Saharan Africa do not last long enough to become 
true family businesses.  
 
 
 Influencing factors depends on a multiplicity of factors, which cannot be reduced to a neat instrumental formula. In 
addition to the macro-, meso-, and micro- level factors, there are also; (1) successor’s personal characteristics, (2) 
successor’s interest in the business, (3) successor’s possession of specialised (idiosyncratic) knowledge of the business, 
(4) and ‘Others’ (such as the level/type of education, career goal alignment). 
 Traditional succession decision reduces the effectiveness of succession planning, processes, and implementation. 
 The under-girding principles of traditional succession practices are neither succession-oriented nor sustainability 
friendly.  
 Networks or relationship help the team function but becomes problematic when they turn into social obligations. 
o Dominant Euro-American intellectual cannons that dominate Western scholarship in family firms have the 
capacity to over-determine African realities and narratives. An extrapolation of the developed world (systems, 
processes, and committees) may not necessarily work in developing economies such as sub-Saharan Africa 
because they differ in context and culture. Contextually, rules and regulations are still evolving in developing 
countries. Culturally, the families are different; they are much larger, involve multiple generations (often all 
living in the same house) and higher sense of hierarchy  
 The macro-, meso- and micro- factors also constitute the reasons why the businesses do not last long as enduring family 
firms 
 A redefinition of family business is necessary to fit into an African context/setting and that combines the needed 
entrepreneurship and discipline. Essentially, SSA family firms are not limited to ‘eat and go’. They are the very large 
part of the corporate landscape 
 Governance rules and family constitutions are important,  
 To deal with the emotions of the family and the complexity of the business, stewardship is required. This is a special 
quality of leadership and entrepreneurship: a quality of patience, inclusion, generosity, and equanimity that puts a sense 
of purpose before greed and wealth creation.  
 
Paper 2: Borders that Continue to Bother Us: 
Revisiting Female Under-Representation in  Family 
firms 
 
 The masculine sub-Saharan African culture create structural and psychological problems, which includes the attitudes 
of discrimination against women (and non-first-born children) in family business succession. 
 Next generation members, especially, daughters are psychologically affected when faced with diminished legitimacy 
and resistive culture, which stems from founder-CEOs’ traditional succession decisions.  
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RQ 2: How do ownership and leadership transfer 
manifest when women are at the helm of SSA family 
firms? 
 
The paper also investigates the psychological effects 
of exclusion in family business succession 
  
My findings suggest that there is a relationship 
between well-being and inclusion in family business 
succession. To my knowledge, this is under-
researched area family business researchers should 
investigate  
 
 
 In response, they lower their expectations of control, influence and selection to lead the family business, notwithstanding 
the reduced assertiveness and goal focused behaviour, which includes behavioural outcomes such as intent to quit, and 
charting different career pathway elsewhere 
 The gender-related findings are summarised under the six themes provided in Appendix 2   
1. Gender (in)equality and (in)equity in the succession persists  
2. Gender role and identity. This relates to overly internal-orientated focus, which inhibits daughters’ identification 
with the family business, and subsequent willingness to pursue new opportunities outside the family firms. Besides, 
it also pertains to their attempts to be differentiated from their male counterparts.  
3. Male superiority and female subservience. The combination of male superiority and female insubordination, 
institutionalized and gender stereotyping, and the dominant religious colouration and narratives privilege men over 
women 
4. Primogeniture’s endurance. The danger of an obdurate primogeniture culture is sub-optimal choices of successors 
and a lack of healthy rivalry among siblings. Daughters had to leave and a male child becomes complacent, relenting 
on improving and qualifying themselves for the leadership position 
5. Legitimisation of traditional succession decision. Female owners lend support to and give legitimacy to 
traditional succession decisions 
6. Younger generation daughters are not being boxed-in. Daughters either have to remain and deal with the 
ramifications of psychological and sociological exclusion or walk away from the family firms. They tend to choose 
the latter. This may explain daughter disinterest in their engagement with the family firms. Also, exclusion is double 
edged, given that it leads women to empower themselves.   
 
Paper 3: Attachment theory and mentoring process 
in family firms: Toward an Understanding of Child-
Disincentive Tendencies and Idiosyncratic 
Knowledge 
 
RQ 3: How does a mentoring relationship mitigate 
CDT and psychological effects of exclusion in SSA 
family firms?  
 
 Next-generation members are still likely to quit the family firm due to incumbents’ non-availability and responsiveness 
in meeting their career, emotional, and psychological needs. The intent to quit increases when excluded from succession. 
Next-gen daughters are less likely to abandon the family firms when given the opportunity to lead 
 Verbal and non-verbal encouragement and opportunity for observational learning are essential in fostering inter-
generational relationship 
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6.3 Theoretical implications 
In this section, I discuss how my findings contribute theoretically to what the family-firm 
literature says about gender, and how the members involves behave and are mentored by CEOs, 
influence their commitment to, and identify within, their organisation. This contribution applies 
the micro-level of organisations. Further, I discuss the significant impacts of traditional 
succession decisions, and transgenerational intentions and identification on next-generation 
members’ commitment. 
 
6.3.1 Implications for gender research in sub-Saharan African family firms 
My results on the effects of traditional-based succession decision based on socially 
constructed view of gender in sub-Saharan African family firms revealed six themes that 
researchers and practitioners interested in such research should find very useful. These themes 
are: gender (in)equality and (in)equity in the succession, gender role and identity, male 
superiority and female subservience, primogeniture’s endurance, the legitimisation of 
traditional succession decision, and younger generation daughters freedom.  
I respond to Dugan et al’s (2011) call for research into how succession and ownership 
transfer unfolds when women are managing. My results revealed that female-CEOs in SSA 
family firms legitimise the deeply entrenched traditional practices of primogeniture, where 
evidently the succession plans they established are incongruous with their intentions of not 
handing the businesses over to a qualified daughter. Within an  uncompromisingly male-
dominate SSA culture, my findings also revealed that there is marginal desire by founder-CEOs 
to deviate from the behavioural norms, which not only negatively affects the organisational and 
societal structures, but also creates sociological and psychological problems. These problems 
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involve discriminating against women in family business succession and a high propensity of 
next-generation members abandoning the family firms.   
 
6.3.2 Implications for mentoring research in family firms 
This thesis’s results also contribute to mentoring research in family businesses. How I 
conceptualise the effects of family communal relationship within mentoring relationship 
extends the mentoring literature (see Gagné et al., 2014; Clark & Reis, 1988) in three ways.   
First, I acknowledge that members’ development and resultant capabilities will differ. 
This finding will explain how to engage these members in ways that suit their careers by 
developing their learning so it fosters commitment to the family firm. An essential way of 
fostering intergenerational relationships is for the incumbents to encourage members orally. 
My findings also confirm that next-generation members leave if incumbents are not available 
to meet their career, emotional, and psychological needs.  
Second, to build a developmental relationship with the next-generation members 
(Sharma & Irving, 2005; Payne & Huffman, 2005; Meyer & Herscovitch, 2001), I advocated 
that incumbents should mentor them early as this fosters their affective and normative 
commitment and encourages them to continue engaging in the family firms. I believe that 
emotional experience leads to positive development and interactions in mentoring relationships 
and thus shape the next-generation members’ careers.  
Third, given that individual needs and family business circumstances change, family 
business mentoring generates considerable disappointment because of the next-generation 
members’ career interests and psychosocial functions at each stage of their career or life. 
Therefore, the dynamic perspectives of complementary tasks in mentor-protégé relationships 
delineate how mentoring can enhance participants’ development as it unfolds. Accordingly, the 
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mentor is able to emphasise career and psychosocial guidance to stimulate the protégé’s interest 
in the family business, open them up to learning, and acquire various valuable forms of 
knowledge of the business.   
This thesis contributes to research on transgenerational intentions and family dynamics 
in two ways. First, most studies acknowledging how parent-child relationships shape family 
business commitment focusses on broad perspectives of parental influence. Because family 
businesses worldwide are concerned about child-disincentive tendencies, I indicate how 
incumbents can stimulate commitment and education in a family business’s specific 
characteristics during the formative years of the next-generation members. I believe this to be 
a vital element of family business transition.  
Second, I increase understanding of next-generation members’ engagement in family 
business by examining ways that it is developed through mentoring. Using attachment theory, 
this thesis suggests practical ways that incumbents can balance the responsibilities and 
opportunities of mentoring that influence the next-generation members as they strive to plan 
their own career pathway. However, this approach also ensure that their succession intentions 
and career decisions are informed and guided by a sense of obligation to families and family 
firms.   
Regarding attachment, a major finding of this thesis is that securely committed 
successors are more likely to be interested in joining the family firm, whereas successors with 
other forms of attachment are less likely to be. My findings contribute to succession intentions 
and the family dynamics literature. Because family businesses worldwide are concerned about 
child-disincentive tendencies, my findings emphasise the importance of incumbents’ ability to 
stimulate commitment and education in family businesses during the formative years of the 
next-generation members. These findings also recognise that commitment derives from various 
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similar perspectives of incumbents’ attachment styles and how the next-generation members 
adjudge their parenting environment.    
 
6.3.3 Implications for organisational identification  
This thesis contributes in five ways to identification research in family firms: first,  to 
organisational identification research by suggesting that the enduring traditional practices are 
fading and consequently preventing daughters and those who feel marginalised from playing 
active roles and, more importantly, to identify less with the family business to the extent that 
they desire to lead it. My findings reveal that, rather than competence and values that women 
bring to their roles, the gender-role orientation in most SSA businesses is based on how strongly 
women are instrumental (i.e., they “make things happen” or “get things done”), and how this 
perception influences their selection as family firm successors. In most cases, they develop 
resilience, to the extent of abandoning the family businesses to pursue their interest elsewhere. 
Second, I suggest that the enduring traditional succession practices in SSA family firms 
cause sociological and psychological barriers in general, and specifically prevent daughters, 
who feel marginalised from playing active roles, particularly, in leading the family business 
and from identifying with the family business. This engenders a determined younger generation 
of daughters who, in most cases, will leave the family business to pursue their careers 
elsewhere. Further, I suggested that, when daughters do identify with the family business, they 
behave cooperatively and altruistically without being rewarded for their behaviour. Conversely, 
I highlighted the danger associated with automatically handing the business to the male child 
because it might then need to be managed by an incompetent son. He might be unable to sustain 
and manage adequately, and run the risk of upsetting a booming business. This can potentially 
breed complacency in that the male child is reluctant to improve himself to qualify for the 
leadership position.  
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Third, I contribute to organisational research by suggesting that identifying with family 
business successes can lengthen the orientation of the next-generation members (Breton‐Miller 
& Miller, 2009). This is particularly important given that founder-CEOs can stimulate identity 
and pride in the family firm by verbal and actively communicating these qualities to the extent 
that next-generation members will anticipate following fulfilling careers in the family business 
(Litz, 2012; Sharma & Irving, 2005).  
Fourth, I contribute to the debate on work and family roles convergence (Sharma & 
Irving, 2005), which suggests that next-generation members who identify less with an 
organisation other than their family business tend to experience a lack of convergence of work 
and role. As a result, they lose interest in pursuing a career within their family businesses. I 
believe that, with strong relationships characterised by strong emotional bonds, incumbents are 
able to create in next-generation members a sense of role or occupational identity that influence 
their future careers. To achieve this, I suggested that founder-CEOs repeatedly share the family 
values and visualisation and the resulting benefits available to next-generation members who 
involve themselves in the family business.   
Fifth, previous research has suggested that children are cynical about joining family 
businesses largely because they lack autonomy (see Sieger, Fueglistaller, & Zellweger, 2016). 
I contribute to this research by suggesting that the sense of affiliation with the family business 
stimulates the children’s feelings of support and thus encourages reciprocity in next-generation 
members. A related contribution is that next-generation members who identify with the family 
firm feel confident of their entrepreneurial abilities and consequently enjoy a fulfilling careers 
(Garcia et al., 2019; Dawson, Sharma, Irving, Marcus, & Chirico, 2015). On the other hand, 
next-generation members with differing career interests can adjust by including the influence 
of family firm in their aspirations and competencies. This aligns the successors’ career interests 
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and personal needs with opportunities offered by the family firm so that they are more likely to 
engage in and take over the family firm (Garcia et al., 2019, Dhaenens et al., 2018).  
Finally, I respond to Chrisman, Chua, and Steier’s (2005) call for research to understand 
various facets of family better and how it contributes to family business success. The research 
of this thesis also contributes to research into the influence of families by empirically 
researching to explain the theory of the transgenerational families’ intentions and how it relates 
to the attachment of members to the family business. Further, by theorising the influence of 
mentoring on family communal relationships (Clark & Reis, 1988; Gagné et al., 2014), I also 
extend mentoring research three ways (see Chapter 5, Paper 3, Section 5.5.3).   
Additionally, I suggest two contradictory-yet-related reasons why traditional succession 
decisions affect next-generation members’ commitment and engagement. The first explains that 
when next-generation members, especially daughters, perceive that they are included from 
succession planning, their intention to remain and participate in the family business increases. 
This suggests that inclusive transgenerational intentions helps next-generation members to 
share expectations of the business and thus “enable evolvement of a common organisational 
cognition among them” (Tseitlin, 2016, p. 140). This is particularly important, given that the 
dependence and connectedness of enduring and frequent interactions between participants 
motivates both business and family relationships to be close. Hence, people’s behaviours and 
the degree of emotions are more mutual and connected in a family relationship.  
Conversely, when daughters perceive a lack of legitimacy, they less identify with the 
family firm, which consequently threatens the perceived positive family identity. My results 
show that next-generation members’ disengagement from being poor attached with, and 
excluding from, family business succession also produces disharmony, thus threatening the 
family character of the business in the long term.  
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6.3.4 Implications for commitment research in family firms 
This thesis also contributes to attachment-like constructs in organisational behaviour in 
relation to commitment and next-generation members’ intent to stay or leave.   
First, I contribute to family firm members’ behaviour by suggesting that children could 
develop differing personal career interests and affective commitment toward family business 
participation. Taking a psychological perspective, I suggested that birth order and other triggers 
of exclusion foster different personalities and lead to next-generation members adopting 
different strategies for achieving parental recognition in the family firms (Sulloway, 2001). 
Conversely, I take a sociological perspective, to suggest that persistent social pressures of 
automatically assuming leadership means that first-born son bears a disproportionate 
responsibility of succeeding as business leaders. Because role identity relates to overly an 
internal focus, daughters and non-first-born children feeling of identifying with the family 
business decreases, as does their subsequent willingness to pursue new opportunities outside 
the family firm increases. Following this, I advocated that inclusion should be an aim of SSA 
family firms, irrespective of next-generation members’ gender. This is particularly important 
since mentoring in family firms needs to include even family members who have never, or will 
intend to succeed their parents. Likewise, depending on the life stage of the firm, founder-CEOs 
might include individuals who do not have a close relationship, that is, non-family members 
who are active in the firm.  
 Second, I contribute to research on intending to stay or leave. Given that encouragement 
is essential in fostering inter-generational relationships, my results suggest that next-generation 
members are still likely to leave the family firm because incumbents are not available and fail 
to respond to members’ career, emotional, and psychological needs. Accordingly, members’ 
intention to quit increases when they are excluded from succession. This is particularly 
important as my results indicate that daughters are less likely to abandon the family firms when 
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given the opportunity to lead (Dhaenens, Marler, Vardaman, & Chrisman, 2018; Garcia et al., 
2019). This thesis recommends how mentoring should be used by mentor and mentee in co-
planning next-generation members’ career pathways, to ensure that they understand the family 
business as a responsive and healthy environment where they are expected to purposefully play 
a substantial role.   
 
6.4 Practical implications 
As well as theoretical implications, this thesis provides practical contributions to those 
managing family firms. While next generation members are important to SSA family firms, 
selecting valuable human resources within the firm highly challenges incumbents. Therefore, 
this study guides founder-CEOs and next-generation members about deciding how to formulate 
specific long-term succession plans, that ensure the businesses outlives them, and express and 
communicate transgenerational intentions to families and their businesses. My findings reveal 
that both groups’ (i.e., founder-CEOs and next-generation members) perception of support and 
cohesion fosters organisational identification with the firms and the next-generation members’ 
intention to stay. Thus, to bind next-generation members to the firm, the founder-CEOs should 
encourage them to be instrumental by orienting them to leadership across generations. This 
significantly fosters in organisations the capability to inspire the children who participate in the 
family business to be affectively committed and display enhanced citizenship, and thus to 
decrease turnover in the organisation.  
My findings also I advocate that family members involved in the family business should 
openly express their intentions to keep the ownership and management within family control. 
Family member will then be able to support the organisation’s shared vision and strengthen 
their own desire to stay associated and remain committed to the business. This succession 
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planning would enable incumbents to manage better than those leading most subsistence family 
firms in sub-Saharan Africa that do not have shared visions.  
Because the SSA family firm lacks inclusive leadership family members need a leader 
who is able to recognise that a gap inheres in the presumable tension and psychological effect 
being under-represented in, excluded from the family business. For them to experience 
intergenerational transfer, the leader needs at least to fill that gap. For example, the four cases 
researched in this study, where succession had occurred, had all institutionalised family values 
within the family business. Just as SSA family firms have customary laws, such as Igiogbe (i.e., 
where female and non-first-born succession that does not accord with custom), family firms 
should create and agree which family laws and rules of inclusion govern the firm’s approach to 
succession planning. Any such rule must be constructive in managing diversity and differences 
so that it supports family harmony and peace, security and economic prosperity of the family 
business. The research of this study advocates such inclusive rules because they transform, 
empower, and psychologically emancipate. I believe that this can also help prevent tension 
within the family and the business. However, I caution that controlling inclusion can be double-
edged, because it can also serve to exclude family members.  
Given the size, age, and other factors examined in this study, leadership succession and 
implementation that is influenced by cultural factors, is in its infancy among SSA family firms. 
Nevertheless, this means that entrepreneurs in sub-Saharan Africa are likely to be those who 
develop competence under the influence of what I label, “founder-CEO sophistication”, in this 
thesis based on the incumbent’s level of education and exposure to Western influences. This is 
particularly important to note, when we consider that for a successful transition to occur, the 
family firms must commit to a succession plan that is implementable, where the most qualified 
candidates are selected and mentored. However, despite this “founder-CEOs sophistication”, 
the cultural influence on leadership succession differs significantly across region. Therefore, 
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conscientious effort must be made to dismantle gendered assumptions that have characterised 
organisational power structures and family firms’ capacity to survive and thrive despite losing 
female talent.  
This thesis also contributes to how founder-CEOs practise is to make them aware of 
their desire to perpetuate entrepreneurial legacy. Hence, instead of gender-based decisions, they 
should be committed to pursuing family members’ rights and characteristics. This pursuit can 
be achieved by their openly communicating succession planning in which they emphasise that 
successfully transferring idiosyncratic knowledge can increase trust in the successor and 
enhance the possibility of perpetuating the firm’s legacy. Additionally, founder-CEOs should 
thoughtfully reflect on why their succession decisions lead to certain outcomes. While wealth 
creation and the longevity of the business are crucial, founder-CEOs and participating family 
members should consider the family communal relationship, which tends to define and 
characterise family businesses. This is particularly important, because the issues around the 
potential for adverse consequences and that family business succession is an emotionally 
charged process can cause distress.  
Finally, this study has practical implications for decision- and policy-makers. Because 
the major obstacle to women becoming family-firm leaders in post-colonial Africa is primarily 
structural, decision- and policy-makers should develop programs, social norms and practices 
that help women deal with these structual problems. An example could be providing them with 
open access to high quality education, which in the main, is not available in the region. In line 
with Western research, these norms and practices may also involve females having access to 
equitable education, parenting and other domestic tasks being re-allocated, opening gendered 
career options, and including work-life balance as a cultural practice within organisations 
(Brescoll, 2016; Heilman, 2001; Vial et al., 2016). These normative practices are particularly 
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important because they are likely to activate high levels of female participation and appointment 
as family business leader.  
 
6.5 Limitations  
The limitations of the research in this thesis offer opportunities for future research. First, 
is its focus on the effect of traditional succession decisions on family members’ intentions and 
on the behaviour and attitudes within family businesses. I hold that, generally, daughters and 
non-first-born sons who may tend to follow conservative views are unlikely to be drawn 
specifically to a career in family firms. On the other hand, next-generation members’ career 
aspirations can influence how they perceive family’s transgenerational intentions. Given that 
this study is directed towards understanding traditional succession patterns and their 
implications on next-generation members’ within family firms, this limitation does not bind the 
generality of the results and their transferability to non-family firms. Likewise, this might 
constitute a limitation in transferring the commitment research findings to non-family firms. 
Thus, future research might examine whether the next-generation members’ personal attributes 
do influence succession decision. This is because this thesis suggests that career ambitions can 
influence transgenerational intentions, in particular, the next-generation members’ decision to 
engage in the family business. Moreover, based on the perceptions of transgenerational 
intentions, certain conditions regarding next-generation members’ early environment and 
business environment can produce conditions that stimulate or inhibit career interest and 
organisational identification with the family business. 
Second, this thesis associated the attachment type of the successor with that of the 
incumbent, and frequently referred to the importance of the primary caregiver in forming 
attachment. However, in most cases, the primarily caregiver would not necessarily be the 
incumbent who works in the family firm, so that, as a self-employed business owner, would be 
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unlikely to lead the primary childcare. Instead, other people (i.e., in a traditional family firm 
setting, often the stay-at-home mother) would look after the child and define the attachment 
type of the (potential) successor. Hence, the attachment type of the successor might not describe 
the relationship between the successor and the incumbent. Instead, the relationship between 
successor and incumbent could be relatively distant even though the successor is securely 
attached to his or her mother or other primary caregivers. This implies that the mentoring 
relationship between the incumbent and the successor might be more complicated than I found 
in this research, even if the incumbent has experienced a secure attachment during childhood. 
Moreover, attachment theory is not without controversy. Hence, a more complete picture of its 
merits and potential criticisms needs to be discussed in the context of family firms.   
Third, when explaining my arguments based on attachment theory, I describe the mentor 
of the preceding generation as the “primary care-giver”. It would also be good to know if my 
model also works for next-generation members whose parents are divorced or living within a 
polygamous marriage. However, while many founder-CEOs in this research emphasised early 
mentoring as a remedy for next-generation members’ disengagement, no specific timeframe 
was ascertained. In this context, it would also be important to know what timeframe I refer to 
by “formative years”.   
Fourth, because the targeted population in this research occupies family firms, the 
findings may differ in other private or public organisations within the SSA African context. 
 
6.6 Future research and final conclusions  
The next-generation members in my model would also include family members who have 
never had nor will intend to succeed. Depending on the stage in the lifecycle of the firm, they 
might also include individuals who do not relate closely to individuals working for the firm. 
Further, when using attachment theory, I compare the mentoring member of the preceding 
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generation as “primary care-giver”. Future research could also examine whether my model can 
also be applied to next-generation members whose parents are divorced or in a polygamous 
marriage. Besides, many founder-CEOs emphasised early mentoring as a remedy to next-
generation members’ disengagement but did not specify the timeframe. Consequently, future 
research could also determine what would suit what I describe as “formative years”.   
Since the role of non-family mentorship in grooming next-generation members is under-
researched, future research could examine the communal role occurring in mentoring in family 
firms. In particular, it could further examine whether societal values and the responsibility to 
raise children in different cultures influences next-generation’s engagement and career choice 
in family firms. Likewise, it will be fruitful to investigate cultural perspectives pertaining to 
family business mentoring as this may enable it to be distinguished in individualistic and 
collectivistic societies. Cultural beliefs and attitudes, and environmental factors, can affect how 
instructions and learning are handed down to the next generation (Vygotsky, 1980). By 
emphasising the role of culture and individual development, sociocultural theory could thus be 
used to research the societal role in next-generation’s personal and professional development. 
Further, distinguishing the characteristics of participants in my research in a variety of settings 
could find the relevant factors that could encourage or inhibit mentoring in family business. For 
example, how mentoring can be problematic when good interpersonal skills and structure are 
lacking would be a useful finding. Finally, future research could use attachment theory and its 
derivatives to individually analyse child-disincentive tendencies.   
I add to the debate on the importance of education among female children. This is 
particularly important, given that colonialism and religion have imposed inflexible constriction, 
which affects gender perception in Africa. That is, disempowering colonial ideology, as 
embraced by the practice of “housewification” and absolutist religious views result in the 
unevenness and imbalance in women’s education. Gender disparity in education should be 
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addressed in centres where female education significantly lags behind males’. Given that the 
literature (e.g., Hammond & Jablow, 1992; Gaidzanwa, 1992) reveals that, compared to 57% 
of males, only 37% of females with disability are literate, future research should examine visible 
gender inequity in the education of children, in particular.   
In this thesis, I develop a set of propositions related to attachment theory and mentoring 
in family firms. I believe that psychological theories are valuable in researching the family 
business literature. In particular, within-family relationships are important to family businesses 
and the lack of next generation members who are willing to succeed in the firm is an issue of 
high practical relevance.  
 Finally, a model that address the issue of exclusion is needed in researching SSA family 
firms. An example could be an enlightened self-interest, which is a product of “balance among 
narrow self-interests, community or shared-interests, and altruistic or other-interests” (Ikerd, 
1999, p. 2). For example, instead of causing family businesses to end, such an inclusive model 
must be able to divert family members’ attention from their disagreements so they can better 
concentrate on concurring about how the family business is operated and managed. Enlightened 
self-interest implies that an individual or any particular aspect of our lives cannot simply be 
maximised or minimised. As such, SSA family businesses cannot be driven solely by greed, by 
altruism, or by community concern. This model is particularly necessary given the socially 
constructed culture of sub-Saharan Africa, where for example, the legality of polygamy partly 
defines its characteristics.  
While the research of this thesis cannot be generalised, I suggest regional comparison, 
where future complementary research examines how patriarchal structures shape next-
generation members’ experiences and involvement in family businesses. Accordingly, I believe 
that more research is needed into how women’s entrepreneurial potential and advantages is 
conditioned in family firms.  
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Appendix 1 
Table 2.1: Descriptive characteristics of the sample 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Number of 
participants 
 55  
Gender 
(Ownership) 
Male 34 
Female 21 
Company Size Less Than 10 26 
Between 11 and 50 15 
Between 51 and 100 8 
More than 100 6 
Religion Christianity 37 
Islam 15 
Others 3 
Ethnicity  Yoruba 21 
Hausa/Fulani 9 
Ibo 17 
Others 8 
Industry Type Specialised 9 
Non-specialised 46 
Position in Family First-Born (FB) Male  15 
Female 9 
Non First-Born 
(NFB) 
Male 21 
Female 10 
Position in 
Business 
Founder-CEO(s) 45 
Successor(s)/Design
ated Successor(s) 
10 
 
Generation 
(Running the 
Business) 
First Generation 45 
Non First-
Generation 
10 
Family Type Nuclear 24 (44) 
Nonnuclear 
(polygamy) 
31 (11) 
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Figure 1.1: Ethnic map of Nigeria 
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Appendix 3 
Figure 5.1: Adapted model of adult attachment by Bartholomew and Horowitz (1991) 
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Figure 5.2: A proposed model of mentoring relationship, CDT and Idiosyncratic knowledge in family firms 
Note: CDT = Child-Disincentive 
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